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GENERAL PURPOSE STATEMENT 

 

The purpose of these policies and guidelines is to establish a system of personnel 
administration which will govern all aspects of employment and tenure with the City of Little 
Rock. The Personnel Policies are based on the belief that the success of City government and 
its usefulness to the citizens of Little Rock is primarily dependent on its personnel. To provide 
an opportunity for employees to fully develop their potential and find job satisfaction will 
benefit the community greatly since it results in better service and higher productivity. 

1. Applicability  

These policies and procedures shall apply to all employees unless in conflict with 
Civil Service Commission Rules and Regulations, negotiated agreements, or law. 
Failure to comply with these policies may result in disciplinary action. 

 

In these policies and procedures, only the masculine gender is used for simplification; 
it is understood that the City applies these policies to all employees without 
distinction of gender and without discrimination. 

 

Reference made to union employees addresses all union eligible positions and is not 
limited to employees who are union members. 

2. Authorities and Responsibilities 

Only the City Manager may change these policies if necessary in order to more 
effectively and efficiently promote the interest of the City or its employees. The Chief 
People Officer is authorized and directed to interpret, develop, and implement 
necessary procedures and regulations to ensure the efficient administration of these 
policies. 

 

Each Department Director is responsible for enforcing these policies and procedures.  
City employees are responsible for complying with and adhering to the policies herein 
set out and for conforming to the directions provided by departmental management 
in the fulfillment of these policies. 

3. Dissemination 

All City employees shall be informed of the existence of these policies and 
procedures. It will be maintained on the Human Resources website under Helpful 
Documents. 

4. Revisions 

These policies will be reviewed and updated periodically. Any requests for additions 
or changes to this manual must be submitted to the Chief People Officer in writing. 
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5. In addition to this manual, supervisors should also review the following documents: 
 

AFSCME Agreement  
Safety Manual 

IAFF Agreement  
FOP Agreement 

LR Civil Service Commission Rules and Regulations 

The on-line version of the Administrative Personnel Policy and Procedure Manual and 
the above listed documents are located on the HR web site under Helpful Documents at: 
www.lrjobs.net 

 

6. Management Rights 

 

The City of Little Rock possesses the sole right to operate and manage the affairs of the 

City. Such management rights, except as may be modified or limited by the express 

provisions of this Statement, include: 

 

a. To determine the mission of the City government. 

b. To direct the work force. 

c. To hire, assign or transfer employees, i.e., location, projects, shifts. 

d. To determine the methods, means and number of personnel needed. 

e. To carry out the public services of the City government. 

f. To assign positions to the classification plan and to allocate the grades assigned 

thereto. 

g. To change existing methods of operation or facilities. 

h. To introduce new or improved work methods, equipment, or facilities. 

i. To take whatever actions may be necessary to carry out the activities of the City 

government so long as they are not precluded by any federal, state or local 

ordinances and the provisions of this Statement. 
 

7. Types of Position Appointments 
 

 Employees will be appointed to positions within the following categories: 
 

 a. Regular Positions 
 

  i.        Regular Full-Time Positions (RFTP) 
 

   An employee who is appointed to a position in this category is regularly 
scheduled to work a minimum of forty (40) hours in a work week.   He will be 
entitled to all benefits the City offers, and will have access to procedures to appeal 
disciplinary actions following the post-hire probation except for Department 
Directors and Assistant City Managers hired after July 1, 2002, who are at-will 
employees serving at the pleasure of the City Manager, and who may be 
terminated at any time with or without cause. 
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  ii.  Regular Civil Service Positions (RCSP) 
 
   An employee who is appointed to a position in this category is regularly 

scheduled to work a minimum of forty (40) hours in a work week.  Civil Service 
employees are subject to the Rules and Regulations of the Little Rock Civil 
Service Commission and Arkansas State Civil Service Law.  He will be entitled 
to all benefits the City offers, and will have access to procedures to appeal 
disciplinary actions following the post-hire probation. 

 
  iii.  Regular Part-Time Positions (RPTP)  
 
   An employee who is appointed to a position in this category may be compensated 

(working or receiving paid leave) up to but not exceed an average of thirty (30) 
hours over a designated twelve (12) month period. 

 
 Regular employment, although anticipated to be continuous, may be terminated by the City 

for reasons including but not limited to:  financial cutback, reorganization and just cause.  
 

iv. Part-Time Positions with Healthcare Benefits 
 
An employee is appointed to a position in this category has worked over an 
average of thirty (30) hours over the designated twelve (12) month ólook backô 
period for Health Insurance.  The employee will be provided health care as legally 
required (see Benefits ï Health Insurance policy for more information).  
Employees in this category are limited to being compensated (working or 
receiving paid leave) for thirty-six (36) hours per week.  Employees will be 
moved from this position once they are no longer eligible for health care at the 
end of any subsequent ólook backô period. 
 

 b. Limited Serviced Positions (LSP) are funded by a specific limited source such as grants 
or bond issues. 

 
  i. Limited Service Position Full-Time (LSPF)  
 
   An employee who is appointed to a position in this category is scheduled to work 

regularly a minimum of forty (40) hours in a work week. He will have access to 
procedures to appeal disciplinary actions following the post-hire probation, and 
he will be entitled to all benefits the City offers, if funding is available; cannot 
utilize bumping option if laid off. 

 
  ii.  Limited Service Position Part-Time (LSPP) 
 
   An employee who is appointed to a position in this category should not work 

more than twenty-eight (28) hours in each work week or over thirty (30) hours 
on average over a designated twelve (12) month period scheduled to work only a 
part of the work week, and shall not exceed thirty-five (35) hours on a regular 
basis. He will have access to procedures to appeal disciplinary actions following 
the post-hire probation, and he will be entitled to limited benefits (See Section IV 
Leaves) as outlined in these policies, if he has worked 1500 hours or more during 
the year. 

 
 
 
 

iii  



 

 

 

 c.  TempStaff  
 

  i. TempStaff employees are hired by Human Resources.  An employee who is 
hired into a position in this category should be scheduled to work no more than 
thirty (30) hours on average over a twelve (12) month period. Employees in 
this category are not eligible for benefits and do not have rights to appeal 
disciplinary actions. 

 
 d.     Temporary Authorized Position (TAPP) and Seasonal Positions 
 

i. Temporary Authorized Position Full-Time (TAPF) or Part-Time Status 
(TAPP) employees hired into a position in this category are scheduled to work 
full -time or part-time in a position that is not anticipated to be continuous.  
Employees in this category are not eligible for benefits and do not have rights 
to appeal disciplinary actions. 

 
e. Transition to Full-Time  

 
The entry salary for employees who move from part-time (RPTP, LSPP, TAPP or 
TEPP) positions or temporary full-time (TAPF or TEPF) positions to regular 
(RFTP or RCSP) or limited service full-time  (LSPF) positions shall comply with 
the new hire salary policy. 

 
 f.          Mayor and Board Class   
 
  Under the Council-Manager form of government each resident of the City of Little 

Rock is represented by one of seven (7) Board Members elected from within a 
particular Ward.  In addition, each resident is represented by the Mayor and three 
(3) Board Members that are elected at-large and represent the entire city. 

 

In order to provide the Mayor, elected by the Citizens of Little Rock the flexibility 

needed to be successful, the Mayor will be able to appoint all Department Directors 

as well as his immediate staff.  The Mayor will decide if the position will be advertised 

or not, filled by competitive selection or just appointed.
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

iv 
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SECTION I  
 

EMPLOYMENT  
 
1. General Statement 
 

Appointment or promotion to a position with the City will be made from qualified 

applicants based upon individual ability to perform the duties of the position. The 

procedures contained in this Employment Section are applicable to Non-Uniformed 

positions only, which are not Civil Service positions. 

 

a. Uniformed Positions (Police and Fire) 

 

The procedure for filling uniformed Police and Fire entry-level vacancies is 

published in a procedure guideline approved by the Civil Service Commission and 

is specific to each classification. 

 

The procedure for filling uniformed Police and Fire vacancies above entry level is 

prescribed in the Civil Service Commission Promotion Procedure Guidelines, 

created collaboratively by the respective Departments and the Human Resources 

Department, and approved by the Civil Service Commission. 

 
2. Equal Employment Opportunity  
 

  It is the policy of the City not to discriminate in its employment and personnel practices 
because of a personôs race, color, creed, religion, sex, national origin, age, disability, 
marital status, sexual orientation, gender identity, genetic information, veteranôs status, 
political opinions or affiliation.  This policy applies to all terms and conditions of 
employment, including, but not limited to:  hiring, placement, promotion, termination, 
layoff, recall, transfer, leave of absence, compensation, and training. 

 
3.   Procedure for Filling Vacancies 
 
 a. Internal 

 

A Requisition is created in the NeoGov Applicant Tracking System (hereafter 

referred to as ATS) to initiate the process; if the position is full-time, or a 36 hour 

per week with Health Care, an approval from the City Manager or the Mayor 

(depending upon applicable Department) must be attached.  Approvals may be 

electronic.  An Employment Division Representative will contact the hiring 

manager for screening equivalents and advertising preferences.  The selection 

process will be reviewed and discussed with the hiring manager.   

 

The Hiring Department may request to restrict recruitment for a position; however, 

a determination to restrict recruitment to City employees or Departmental City 

Employees must be approved by the Employment Services Division.  
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The City will strive to fill vacancies by promotion of persons already employed by 

the City.  Employees seeking promotions or other position changes must submit a 

City of Little Rock application and compete in the selection process as announced.  

To be eligible to compete for a position announced as limited to City employees, 

applicants must be on the City's payroll during the internal advertisement/posting 

period and at the time of the job offer.  Individuals who do not meet these criteria 

will be disqualified.   

 

b.  Posting Job Vacancies 

 

If an appropriate eligibility list already exists, generally the vacancy will not be 

announced and posted.  An eligibility list will be considered appropriate, if it is 

active (i.e., less than six months old and contains qualified candidates) and if it was 

created for the target classification (same job specification as it appears in the ATS).  

A position with a current list of one or two candidates may be announced with the 

approval of the Chief People Officer.  The remaining candidates will be appended 

to the new eligibility list with their original expiration date.  If an appropriate 

eligibility list does not exist for a full-time regular or full-time limited service 

position, the vacancy shall be announced and posted. 

 

Position vacancies announced ñopen to the publicò or ñlimited to City employeesò 

are normally announced and posted in the Human Resources Department for a 

period of at least five (5) business days prior to the closing date.    The closing date 

for positions which generate large numbers of applicants within a short period of 

time will be dependent upon the number of applications received.  The job 

announcement (hereafter referred to as a job posting) will contain information 

concerning an early closing date.   

 

Recent recruiting results and job market trends may necessitate that some positions 

be announced as ñcontinuousò or will have longer application periods.   

Consequently, the application period for such positions may be closed without 

notice.  Additionally, referral and/or interviewing of applicants will be a continuous 

process, regardless of closing date.  

 

Active job postings are electronically distributed to all City departments and, as 

appropriate, to public and private agencies, local colleges and universities, civic 

and community organizations, and other sources which provide recruitment 

resources.  Additionally, these announcements will be placed on the Human 

Resources employment page. 

 

Department Directors shall ensure timely distribution and posting of job 

announcements on designated Department posting boards in areas where City 

Employees do not have internet/email access.
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  If the applicant pool for a vacant position is limited to current employees of one 

department, the posting shall be sent only to that department.  Please note that the 

distribution of job postings is typically electronic.   

 

  A position vacancy for a regular full-time position (RFTP) may be announced and 

referred to as ñLimited to City Employees,ò even if an existing ñOpen to the Public 

Listò for the position exists.   
 
 c. Job Vacancy Advertising 
 
  To ensure the accuracy and consistency of all forms of advertising designed to 

recruit applicants pursuant to a specific City job posting, all employment 
advertising shall be reviewed and approved by the Human Resources Department 
before placement of such ads. 

 
Abbreviated local newspaper ads that include only job title and salary will be 

billed to the Human Resources Department, if the budget is available.  However, 

more detailed newspaper ads specific to the position and ads placed with ñfor feeò 

job posting services or journals will be billed to the hiring department.  

4. Application for Employment, Promotion or Other Position Change 
 

a. All individuals seeking employment with the City must complete and submit the 
specified application documents (as stated on the job postings) within the 
announcement period to the Human Resources Department by the closing date as 
stated on the job bulletin.   
 

 b. Employees seeking promotion, full time employment, posted part time 
employment, or other position changes must apply and complete all selection 
processes as specified on the job posting.  

 
 c. Applications and application documents shall not be accepted after the closing date 

and time stated on the job posting.  Incomplete applications and/or application 

packets which preclude the determination of qualifications by the Human 

Resources staff will result in disqualification.  Applicants may provide clarification 

of submitted documents or employment history if required by Employment staff.  

Only those documents (or portions thereof) received by the closing time on the 

announced closing date shall be considered.  Human Resources does not accept 

unsolicited resumes for positions which are typically advertised, unless the position 

has been identified as hard to fill  Employment staff will utilize data mining or 

talent search approaches for positions where there is a low level of interest, or have 

been identified as hard to fill. 
 

d. Any deviation from this policy shall require specific written approval of the Chief 
People Officer. 
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5. Employment Restrictions 
 
 a. Age Requirements 
 
  The minimum age for employment is eighteen (18) years except for Firefighter, 

Police Officer, summer/seasonal part-time positions and certain youth program 
positions: 

 
  Firefighter ï No person shall be eligible for appointment/hire who has not arrived 

at the age of twenty-one (21) years or who has arrived at the age of thirty-five (35) 
years.  Maximum age exception: any person who has at least two (2) years of 
previous experience as a paid firefighter with another fire department and whose 
years of experience as a paid firefighter when subtracted from the person's age 
leaves a remainder of not more than thirty-two (32) years shall be eligible. 

 
  Police Officer ï No person shall be eligible for appointment/hire who has not 

arrived at the age of twenty-one (21) years.   
 
  Summer/Seasonal Part time and Youth Programs ï Applicants must be at least 

sixteen (16) years of age.  Applicants below the age of 16 are not permitted to work 

in hazardous positions as defined by the Child Labor Laws of the State of Arkansas 

and must present an employment certificate to the Employment Coordinator or 

Employment Services Manager one (1) week before beginning work to ensure 

compliance with all Federal and State labor laws.  Positions where applicants who 

are fourteen (14) or fifteen (15) years of age are eligible to work must be pre-

approved by the Employment Services Manager. 
 
 b. Immigration and Naturalization Service (INS) Requirements  
 
  All persons hired by the City must complete the INS I-9 Form within three (3) days 

of beginning employment and must present documentation of identity and 
employment eligibility in accordance with the federal guidelines.   

 
  The Human Resources Department is responsible for compliance with the employer 

requirements, including the verification of the identity and employment eligibility 
documents, the I-9 completion process and maintenance of the required documents. 

 
 c. Citizenship 
 
  Designated positions in the City (i.e., police officer, firefighter) require proof of 

citizenship before hire.  If citizenship is required, such requirement will appear 
clearly in the job posting and/or job specification. 

 
 d. Disqualification 
 
  Applicants shall be disqualified in the selection process for any of the following 

reasons: 
 
  i. Falsification or misrepresentation of information on any application 

documents or any other documents completed during the application and/or 
employment process. 
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  ii.  Improper influence; an attempt by the applicant himself or through others, 
with his knowledge, to influence a member of the Human Resources staff 
or the hiring authority to give an undue advantage or preferential treatment. 

 
  iii.  Misconduct or misrepresentation during the examination process, e.g., 

having another person impersonate him, using unauthorized aids or 

solicitation of aid from another applicant by copying from test papers or 

other documents, including the utilization of electronic communication 

devices.  Misconduct, including abusive or threatening language to any 

Human Resources Representative will result in the permanent removal from 

any current and future application processes.  Current employees will face 

disciplinary action, up to and including termination. 
 
  iv. Failure to complete and/or submit, by hard copy or electronic copy, any 

required application documents, as described in the job posting, prior to the 

application closing date. 
 
  v. Applicant cannot be contacted after reasonable attempts to do so. 
 

  vi. Failure to complete all steps of the selection and/or pre-employment 

process.  Required pre-employment screening(s) are dependent upon the 

position. 
 
   If, after being hired, an investigation reveals a violation regarding any of 

the above factors, the employee may be dismissed from City employment.  
Any waiver of these disqualifying factors shall require specific approval by 
the Chief People Officer. 

 
e. Nepotism 

 
 This section sets forth the policy regarding the employment of relatives (nepotism) 

for all permanent and temporary employees of the City of Little Rock.  It also 
addresses situations where such employees become involved in ñromanticò or 
economic relationships, which includes, but is not limited to, sharing the same 
residence or ñdating.ò  The intent of the policy is to avoid conflicts of interest, 
morale problems, the possibility or perception of favoritism, and the potential for 
emotional interference with job performance.   

 
 A conflict of interest is inherent if a familial or ñromanticò relationship exists 

between an employee and any person for whom the employee has direct 
supervisory responsibility.  Supervisory responsibility includes, but is not limited 
to, appraising the performance of subordinate employees, recommending salary 
increases and promotions, and taking or recommending disciplinary action.  Any 
such conflict of interest affects the Cityôs obligation to provide equal treatment for 
all persons in the terms and conditions of employment.   

 
i. No employee shall be hired, transferred, promoted, demoted or otherwise 

placed into a position under the immediate supervision of 
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a relative.  The term ñrelativeò shall mean all persons related by blood, 
marriage, legal adoptions and/or guardianships.   

 
ii.  No employee shall be the immediate supervisor of an employee with whom 

there is a spousal relationship or a dating/romantic relationship (including 
co-habitation). 

 
iii.  In the event a person becomes a relative of, or becomes involved in a 

romantic relationship as described above, an employee who has supervisory 
responsibility over such person, the following steps shall occur:  

 
1. The persons in such a relationship must report it to their Division 

Manager, who shall report it to the applicable Department Director.  
The Department Director shall report it to the Chief People Officer 
who, in conjunction with the Department Director, shall consult and 
determine the best approach to resolving any potential conflicts.  
The resolution may involve any action which will further the intent 
of this policy.  Failure to report a relationship as required may result 
in disciplinary action. 
 

2. All cases in which relatives of present employees are considered for 
placement shall be reviewed by the Chief People Officer prior to 
such placement. 

 
3. The Chief People Officer shall prepare and retain a report that 

specifies the appropriate action taken pursuant to this policy, which 
shall note any specific action taken to eliminate any potential 
conflict of interest. 

 
iv. All reports generated pursuant to this policy shall remain confidential, to 

the extent permitted by Arkansas and federal law, but may be disclosed as 
evidence in the process of investigating sexual harassment, sexual 
discrimination or hostile work environment complaints.  

 
v. All employees should note that relationships must not affect their work; a 

professional image and behavior must be maintained at all times.  
 

vi. Department Directors are prohibited from hiring relatives to work in their 
departments. Exceptions must be approved by the City Manager. 

 
 f. Outside Employment 
 
  Full Time Employees shall recognize the City as the primary employer and request 

approval from their supervisor prior to seeking outside employment or the 

employment must be discussed during the interview process with the City 

Supervisor.  An Employee can be directed to terminate outside employment if it 

interferes with his City job responsibilities.
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6. Methods of Assessment 
 
 a. Assessment of an applicant's qualifications shall be based on valid job related 

factors which may include a review of the applicantôs experience, training, 
education, abilities, knowledge, skills, certifications, licenses, and physical fitness.   

 
 b. Any of the following instruments may be used as selection devices in a competitive 

examination process prior to referring qualified applicants to the Hiring 
Department:  

 
¶ Written test 

¶ Performance/work sample test (proctored or un-proctored) 
¶ Application or resume evaluation 
¶ Interview 
¶ Structured Interview 

¶ Training and experience evaluations (based on specific information reported by 

applicant and related to minimum qualifications and/or required knowledge, 

skills and/or abilities. 

¶ Physical abilities examination (Public Safety positions only) 

¶ Other content valid predictors of performance 
 
7. Examinations 
 
 a. For the purposes of this procedure, any instrument or procedure which is used to 

evaluate, assess, or rank an applicant's qualifications before referral to the hiring 
authority shall be considered an employment examination. 

 
 b. Examinations and selection procedures shall comply with Federal Law prohibiting 

employment practices which discriminate on the grounds of race, color, religion, 
sex, national origin, age, or mental or physical disability.  Examinations and 
selection procedures shall be professionally developed and utilized in accordance 
with the Equal Employment Opportunity Commissionôs (EEOC) Federal Uniform 
Guidelines on Employee Selection (FUGES) and the guidelines of the Society of 
Industrial/Organizational Psychology (SIOP), a  division of the American 
Psychological Association (APA), to the extent that these guidelines do not conflict 
with the FUGES. 

 
 c. The Chief People Officer shall ensure that the selection procedures are consistent 

with applicable legal and validation standards. 
 
 d. Any City employee (full-time, part-time, limited service or temporary) may take 

City administered employment tests during work hours.  No leave shall be charged 
to an employee for the time required to travel to and from the test site and the time 
required to take the test.  The City will not pay or grant leave if the exam is 
administered during the employeeôs ñoff hoursò.  The employee must notify his 
supervisor of his intent to take the test before the closing date for applications for 
the position.  If there are several employees in the same work unit that are scheduled 
to participate in a written exam administration, and the absence of said employees 
would create a hardship to the Division, the Division Manager may request an 
additional test session to be administered.  Such requests must be submitted to the 
applicable Department Director at least five (5) days prior to the test administration.  
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  The applicable Department Director must approve and submit the request to the 
Chief People Officer for final approval. 

 
  If an employee is off-duty or on leave at the time the examination is scheduled to 

be administered, he must take the test at the scheduled time.  The time required to 
take a test while off-duty or on leave shall not be considered time worked. 

 
i. Emergency at Time of City Administered Test (Non-uniformed Positions) 
 

In an emergency that requires the presence of the employee at the work site, 
a supervisor may delay or prohibit an employee from leaving the work site, 
with the approval of the Division Manager.  However, the decision to delay 
or prohibit an employee from leaving the work site shall not be simply a 
matter of convenience. 
 
In some cases, an alternate test session can be arranged.  The Department 
Director or designee shall notify the Chief People Officer or designee prior 
to the scheduled test time, if possible, to discuss the emergency situation 
and the possibility of an alternate test date/time for the employee.  After 
reviewing the ñemergency situationò as well as the security and logistical 
factors of rescheduling the test, the Chief People Officer will determine if 
an alternate test date/time is appropriate in this specific situation.   
 
Except in emergency situations where the supervisor specifically delays or 
prohibits the employee from leaving the work site, the employee shall be 
responsible for arrival at the designated time. 
  

ii.  Emergency at time of City Administered Test (Uniformed Position) 
 

Refer to Civil Service Commission Promotion Procedure Guidelines for 
Uniformed Police and Fire Personnel. 

 
e. Test Accommodation ï The City makes every effort to accommodate applicants 

within the Cityôs policies or when a legal requirement exists. 

i. Americans with Disabilities Act Accommodations - The City will consider 

special arrangements to accommodate an applicantôs disability during the 

application and selection process, including employment testing.  If an 

accommodation is needed, the applicant is requested to identify the specific 

disability and provide supporting documentation from an appropriate 

specialist at least forty-eight (48) hours prior to the time the accommodation 

is needed.  The applicant may request a specific accommodation which will 

be reviewed by Human Resources.  The accommodation may be granted, 

modified or denied based upon the analysis of the essential functions, and 

the required knowledge, skills and abilities of the job.  The City may consult 

with specialists or outside resources as necessary. 

 

ii.  Test Scheduling ï If an emergency arises at the time of a test for a City 

employee, (page I-7, Section d) describes the procedures.  Re-administering 

or delaying a non-civil service exam requires the approval of the 
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Employment Services Manager and must be the result of an act of God or 

extreme transportation hindrances. 
 

8. Notice of Examination Results/Review of Examination Papers 
 

a. Applicants who complete the announced selection process may access their status 
and/or examination results via the Applicant Tracking System. 
 

 b. Examinations, answer keys or any other related information are exempt from 
review, including Freedom of Information Act (FOIA) requests for all non-uniform 
positions. The Employment Services Manager or designee will meet by 
appointment with applicants to discuss examination results upon request. 

 
 c. Complaints or alleged errors relating to any stage of the selection process must be 

directed to the Employment Services Manager.  If the matter is not resolved 
satisfactorily, then the Chief People Officer will review the complaint and 
supporting documentation for a final decision 

 
9. Repeated Participation in an Examination 
 
 a. Generally, there is no restriction on the number of times an applicant may take City 

employment tests.  Restrictions, if applicable, will be announced on the test posting 
prior to test administration.   

 
 b. Where specifically dictated by written examination protocol or any agreements 

between the City and a vendor, an applicant will be permitted to use his previous 
test score for competitive purposes for the same position.  The utilization of 
previous test scores are determined by the test (or test version) and applicable cut-
off scores, in conjunction with the position being evaluated. 

 
10. Referral of Applicants 
 

a. Based on the results of the assessments referred to on page I-7, in section 6 above, 
an eligibility list will be established for the specified position.  A referral list is 
comprised in whole or in part of the eligibility list.  Referral/Eligibility lists for non-
Civil Service positions shall be in effect for six (6) months from the date of initial 
referral and may be extended up to six (6) additional months at the request of the 
Hiring Departmentôs Director and with the approval of the Chief People Officer.  
Non-Civil Service lists may be abolished by the Chief People Officer, and only in 
extenuating circumstances if determined to be in the best interest of the City for 
recruitment purposes.        

 
b. Qualified applicants for the position are referred to the Hiring Department for 

further consideration. For other positions, applicants may be referred in clusters or 

absolute ranking.  Except where mandated by Civil Service statutes or policies, the 

Employment Services Division staff, in consultation with the Hiring Department, 

shall determine whether to refer only the highest ranked applicants or all applicants 

who meet the minimum qualifications.  Employment staff refer applicants who 

require further review under the Subject Matter Expert Review status to the hiring 

manager; however, applicants under this status are not eligible for interview or hire 

until a formal referral is completed.  Interviewing may commence during the 

posting process; however, interviewing may not be conducted before an official 
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referral.  If the selection decision is made during the positing, then appropriate 

language must be added to the job posting, prior to the job posting announcement.  
 
11. The Interview and Hire Process for Managers and Hiring Supervisors 
 

 a. Interviewing Applicants 

 

i. Pursuant to the referral of candidates, the hiring authority shall verify the 

preliminary assessment of the candidatesô experience, training, licenses etc.  

The hiring authority is encouraged to interview referred candidates to 

enhance the evaluation of qualifications.  The hiring authority may choose 

which applicants to interview, based upon objective, job-related criteria.  

Applicants chosen for an interview should be appropriately notified and 

their status updated in the Applicant Tracking System (ATS). 

 

ii.  Hiring authorities must follow the Interview Guidelines published by the 

Human Resources Department.  Interview questions must be job related, 

and information provided by the applicants during the interview must be 

documented and sent to the assigned Human Resources Analyst for record 

keeping if the Department does not wish to be responsible for record 

keeping (generally for a period of three  (3) years).  The assigned analyst 

for the specified position will provide assistance, if necessary, to develop 

the interview questions.  All information concerning the interview process 

is maintained for three (3) years.  

 

b. Additional Testing 

 

Hiring Authorities must obtain approval from Human Resources to administer any 

additional tests.  Such tests must be job related and assess abilities or competencies 

which are predictive of successful job performance. (Additional computerized 

testing may also be utilized to determine which candidates to interview, subject to 

approval by the Employment Division). 

 

 c. Social Media 

 

Hiring authorities are prohibited from utilizing social media before applicant 

interviews are conducted.  This ensures that the information protected by the 

Uniform Guidelines on Employment Selection (published by the EEOC) are not 

factored in the process of selecting which applicants to schedule for interviews. 

 

  Once an applicant has been selected, a professional social media site may be 

accessed to verify the applicantôs education, skills, employment history, or any 

other relative experience.  If possible, a neutral manager or supervisor other than 

the hiring supervisor should perform this task.  Removing any applicant from 

additional consideration based upon any information provided by a professional 

network/website must be approved by Human Resources.
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d. Reference Checking 

 

Hiring authorities are encouraged to perform reference checks on the chosen 

applicant. Previous employers will typically verify employment dates and job titles 

without authorization from the former employee.  Arkansas Statutes 11-3-204 

grants immunity to employers acting in good faith who disclose detailed work 

history information.  Information such as wage history, date, and duration of 

employment, job description and duties, last written performance evaluation, 

drug/alcohol results (administered one year prior to request), terms of separation 

from employment, any threats of violence or harassing acts towards any employee 

or the workplace, and if the employee is eligible for rehire are releasable with 

appropriate consent. 

 

Hiring supervisors wishing to obtain a detailed reference check (more than details 

of employment and job title) must have the selected applicant complete a Reference 

Check Consent Form.  The form must be completed by the applicant, with a witness 

present, and submitted to the Human Resources Department who will perform the 

detailed reference check with the most recent previous employer.  Human 

Resources will notify the hiring supervisor if the reference check indicates 

acceptable past performance. 

 

A summary of any negative reference information will be provided to the Hiring 

Division Manager, in cases which are deemed unacceptable to hire.  A hire of an 

applicant with unsatisfactory reference information must be authorized by the 

Director of the Hiring Department.   

 

 The hiring department shall be responsible for verification of certificates, diplomas, 

licenses, education and experience of referred applicants. 

 

e. Hiring Process in Applicant Tracking System (ATS) 

 

i. Upon receipt of a referral list in the ATS, hiring managers should review all 

applications.  Upon completion of this review, candidate status should be 

updated as appropriate, i.e. candidates selected for interviews should be 

moved to the interview step or, if not selected, rejected with the appropriate 

reason selected. 

 

ii.  Upon completion of interviews, candidates selected for full-time positions 

should be moved to offer status with intended offer amount.  Human 

Resources staff will complete the equity review process and enter 

determination into the ATS.  If the hiring manager is unsure of the 

appropriate offer amount, salary should be left blank in offer step and HR 

will provide the salary.   

 

iii.  Upon acceptance of HRôs approved offer amount, candidate may be moved 

to hire status in NeoGov with a tentative start date.  HR will generate an offer 
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letter with a confirmed start date upon successful completion of pre-

employment screening(s). 

 

iv. Candidates for part-time positions may skip the offer step and be moved 

directly to hire with the appropriate start date. 

 

f. Civil Service Positions 

 

Eligibility lists for Civil Service positions shall be in effect for a minimum of one 

(1) year, not to exceed two (2) years from the date of certification.  Policies and 

procedures concerning Civil Services lists (both promotion and entry) is governed 

by the Rules and Regulations of the Little Rock Civil Service Commission and the 

Promotional Procedure Guidelines which are approved by the Civil Service 

Commission. 

 

12. Pre-Employment Screening(s) 
 

a. Purpose 

 

The purpose of this policy is to establish standardized procedures governing the 

administration of all pre-employment screening(s) for all prospective employees, 

including Civil Service postings.  Pre-employment screening(s) will only be 

administered to applicants who have received conditional offers of employment and 

have completed all selection processes.  The purpose of pre-employment 

screening(s) is to ensure current City Employees and/or citizens are not exposed to 

any level of risk, reduce negligent hiring, and ensure the applicant: 

 

i. can safely perform the essential job functions, and  

ii.  can perform essential functions free of impairment. 

 

b. Pre-Employment Screening(s)   

 

i. The City administers the following pre-employment screening(s) to 

applicants who have been extended conditional offers of employment: 

 

¶ Non-DOT drug/alcohol 

¶ DOT drug/alcohol 

¶ Medical Evaluation 

¶ Psychological Evaluation (MMPI) 

¶ Background Investigation (which will include any or all of the 

following): 

Á Criminal 

Á Traffic 

Á Sexual Offender Registry Check 

Á Credit (in limited circumstances as authorized by State Law)
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c. Responsibility 

 

The responsibility for the administration of the pre-employment screening program 

rests with the Chief People Officer.   

 

The Chief People Officer shall be responsible for determining which positions are 

subject to pre-employment screening(s).  All pre-employment screening(s) will be 

based upon the essential functions of the job specifications or as determined by the 

safety/sensitive designation from the City Attorney.  Pre-Employment Screening(s) 

will be evaluated on a regular basis by the Human Resources.  Department 

Directors shall ensure departmental compliance with these policies and procedures. 

 

d. Confidentiality of Pre-Employment Screening(s)  

 

i. All results of pre-employment screening(s) will be maintained in a secure 

location, maintained by the Human Resources Department, and separate 

from the employeeôs personnel file.  Access to such records will be routinely 

limited to designated Human Resources personnel and will be available on 

a need-to-know basis to the hiring authority, Department Director, Chief 

People Officer and other City staff (i.e., City Attorney and Safety/Loss 

Control Specialist). 

 

ii.  Disclosure of pre-employment screening(s) to any person, agency, or 

organization not specified in the preceding paragraph is prohibited unless a 

written authorization and release is obtained from the subject of the pre-

employment screening(s). 

 

iii.  With reasonable advance notice, an applicant/employee may review his pre-

employment screening(s) records.  Human Resources will provide 

applicants disqualified in the background process a copy of their 

background report as required by the Fair Credit Reporting Act (FCRA). 

 

e. Cost 

 

Pre-employment screening(s) shall be conducted at the Cityôs expense and location 

chosen by the City.   

 

f. Refusal to Submit 

 

An offer of employment will be withdrawn if the applicant refuses to submit to any 

portion of the required pre-employment screening(s).  Failing to show for a pre-

employment screening will be considered a refusal to submit.  This includes any 

requirements for an additional observed collection for alcohol/drug testing.  
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g. Falsification or Omission of Information 

 

An offer of employment will be withdrawn if it is determined that an applicant 

falsified or omitted any pertinent information (i.e., medical, background, 

employment history, etc.).  If the individual is already employed by the City, he 

may be disciplined, up to and including termination of employment. 

 

h. Attempt to Alter Test Results 

 

An offer of employment will be withdrawn if the applicant attempts to alter, or if 

evidence indicates an attempt to alter any portion of the pre-employment screening 

process.  If the individual is already employed by the City, he may be disciplined, 

up to and including termination of employment. 

 

i. Application for Future Employment 

 

Failure to pass any or all of the pre-employment screening(s) may not preclude the 

applicantôs opportunity to apply for and be considered for any other announced 

position for which he meets all requirements.  However, the applicant will be 

required to participate in and pass all pre-employment screening(s). 

 

j. Medical Evaluations 

 

Medical evaluations will be job related and the job relatedness will be evidenced 

by job descriptions which support the medical examination as a business necessity.  

Medical evaluations shall not seek or include genetic information or family history.  

Medical evaluations, including Psychological Testing, will be supported by 

published eligibility requirements and criteria.  Medical evaluations are completed 

on the following: 

  

i. Civil Service Positions ï Police Officer and Firefighter.  The medical 

evaluation must be within six (6) months of the hire date, and candidates 

will be administered a follow-up Medical History Questionnaire if hire 

date exceeds three (3) months from the medical evaluation date.  An 

additional medical evaluation may be administered based on 

information contained on the Medical History Questionnaire 

 

ii.  All physically demanding positions.  Applicants must have successfully 

completed a medical evaluation within three (3) months of the hire 

date.  If the applicant is already/currently employed by the City of Little 

Rock in a physically demanding position which requires a medical 

evaluation, or has successfully passed a medical evaluation for the City 

within the past six (6) months, then the employee will complete a 

Medical History Questionnaire.  A medical evaluation may be 

conducted based upon information contained in the questionnaire.   
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Non-safety and non-security sensitive positions will not be required to 

undergo a pre-employment drug or alcohol test unless the applicant is 

otherwise required to undergo a pre-employment physical examination 

after a conditional job offer has been extended to the employee. 

 

k. Medical Evaluation Procedures  

 

i. At the time of the conditional offer of employment, the hiring authority shall 

inform the applicant that a pre-employment/status change medical 

examination will be required for the position being offered.  NOTE:  The 

Americans with Disabilities Act (ADA) prohibits medical related questions 

prior to an offer of employment.  Hiring authorities should not ask medically 

related questions, including questions related to substance abuse. 

 

ii.  The hiring authority shall indicate the applicant is in the hire stage in the 

ATS and contact the Human Resources Department to schedule an 

appointment for the medical evaluation (the offer stage for equity/salary re 

view determination has been completed). 

  

 The hiring authority will: 

 

¶ Notify the applicant of the scheduled date and time of the 

appointment and the identification requirements. 

¶ Advise applicant(s) to report to the Human Resources Department a 

minimum of forty-five (45) minutes prior to the appointment time 

to (1) sign and obtain a copy of official authorization forms and (2) 

obtain specific information about the location of the doctorôs office. 

¶ Inform the applicant that failure to present himself for the 

examination, with  the appropriate Human Resources Department 

authorization forms and acceptable picture identification, by the 

scheduled appointment time may result in immediate 

disqualification. 

 

iii.  If an applicant is more than forty-five (45) minutes late for the scheduled 

appointment time, does not report to the clinic/lab, or does not possess 

acceptable identification, he shall be immediately disqualified unless an 

acceptable documented reason is provided and approved in writing by the 

Hiring Department Director and the Chief People Officer. The Chief People 

Officer shall notify appropriate staff to reschedule applicable appointments.  

Circumstances which cannot be verified shall not be considered. 

 

iv. The medical evaluation results will be reported to the Human Resources 

Department, who will notify the hiring authority of the candidateôs status.  

The hiring authority will notify the applicant of medical clearance and the 

start date approved by Human Resources.
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v. If the applicant is not cleared medically for employment, Human Resources 

will notify the applicant and will withdraw the offer of employment. 

 

l. Drug and Alcohol Testing 

 

Non-safety and non-security sensitive positions will not be required to undergo a pre-

employment drug or alcohol test unless the applicant is otherwise required to undergo 

a pre-employment physical examination after a conditional job offer has been extended 

to the employee. 

 

Pre-employment drug and alcohol testing is required for applicants offered 

employment for physically demanding positions and the positions listed as follows: 

 

i. Public Safety Related Positions (Police Officer, Firefighter, Municipal Court 

personnel, and Office of Emergency Services personnel) 

 

ii.  Positions requiring a Commercial Driverôs License (CDL) (see Section X of 

this manual) 

 

iii.  Safety Sensitive Positions 

 

a. A safety-sensitive position is one in which a momentary lapse of 

attention may result in grave and immediate danger to the public. The 

following positions are considered safety sensitive: 

 

iv. Law enforcement officers who carry firearms and jailers. 

 

v. Motor vehicle operators who carry passengers including, but not limited to, 

ambulance drivers, bus or jitney drivers, and drivers who transport other city 

employees where the operation of a motor vehicle is not incidental to the 

employeeôs occupation. For the purposes of this section, a ñmotor vehicle is 

defined as every vehicle which is self-propelled and every vehicle which is 

propelled by electric motor obtained from overhead trolley wires but not 

operated upon rails. 

 

vi. Fire department employees and volunteer firefighters who directly participate 

in fire-fighting activities. 

 

vii.  Mechanics, welders, and sheet metal workers who work on vehicles designed 

to carry passengers such as buses, ambulances, police cruisers, fire apparatus, 

vans, aircraft, and the like. 

 

viii.  Lifeguards, emergency medical technicians, emergency services dispatchers, 

and rescue workers. 
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ix. Operators of heavy equipment, including front-end loaders, trucks, and riding 

lawn mowers, or other similar equipment, where the equipment is used around 

individuals, alongside the public right of way, or on public roads. 

 

x. Other employees whose duties meet the definition of safety or security 

sensitive after consultation with and approval by the Office of the City 

Attorney, who may consult with the Arkansas Municipal League, and where 

the operation of a motor vehicle is not incidental to the employeeôs occupation. 

 

xi. Security sensitive position includes: 

 

a. Any police officer, jailer, police dispatcher, and police department 

employee, including clerical workers, having access to information 

concerning ongoing criminal investigations and criminal cases, which 

information could, if revealed, compromise, hinder or prejudice the 

investigation or prosecution of the case. 

 

b. The City also considers law enforcement officers as holding security-

sensitive positions by reason of their duty to enforce the laws pertaining 

to the use of illegal substances. Officers who themselves use such 

substances may be unsympathetic to the enforcement of the law and 

subject to blackmail and bribery. 

 

xii. Positions covered by the Drug Free Workplace Act 

 

xiii.  Drug and Alcohol Testing Scope 

 

Drug and alcohol testing is required, prior to assuming the duties of the new 

position in the following circumstances: 

 

¶ Any applicant offered employment for any position which requires 

drug and alcohol testing.  Applicants who have passed a 

drug/alcohol test authorized by the City of Little Rock Human 

Resources Department within three (3) months of the hire date or 

who are current City employees holding a position subject to 

random drug/alcohol testing are exempt. 

 

¶ Any applicant offered employment for any position requiring a 

CDL.  A City of Little Rock employee possessing a CDL and 

holding a position with the City that requires a CDL are exempt. 

 

1. Pre-Employment Drug Testing Program (Non-CDL)
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Pre-employment drug testing is conducted by analyzing an 

applicantôs urine specimen.  The specimen will be analyzed, 

at a minimum, for the following:  amphetamines, 

methamphetamines, cocaine, marijuana/cannabinoids, 

opiates, phencyclidine, and ethanol (ethanol will not be 

screened for CDL positions).  The program will conform to 

the following standards: 

 

¶ Strict chain-of-custody procedures.  The applicant 

privately (unless otherwise warranted based on a 

previous drug test) provides a urine specimen at a local 

lab collection site.  The ñcollectorò (i.e., nurse, lab 

technician) seals and labels the specimen, completes a 

chain-of-custody document, and prepares the specimen 

and accompanying paperwork for shipment to a drug 

testing laboratory.  Strict chain-of-custody techniques 

are used during the collection and testing procedures to 

ensure that the specimenôs security, proper 

identification and integrity are not compromised. 

 

¶ All samples screened by the EMIT (i.e., immunoassay) 

method and all positive samples will be confirmed by 

gas chromatography/mass spectrometry (GC/MS) 

analysis. 

¶ Quality assurance of test results through the use of 

certified laboratories.  

¶ A Medical Review Officer (MRO) will review and 

interpret confirmed positive test results (City officials 

will have no discretion in interpreting test results).  All 

prescriptions, including a medical marijuana card, 

must be provided to the MRO upon request after the 

specimen has been provided to the lab. 

 

2. Procedures 

 

a.  At the time of the offer of employment, the hiring 

authority shall inform the applicant that a pre-

employment drug and alcohol test will be required for 

the position being offered. 

 

b. Following a conditional offer of employment, the 

hiring authority shall update the applicantôs status in 

the ATS system to reflect a hire status and contact the
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 Human Resources Department to initiate pre-

employment screening(s).  Please note the equity 

review/offer process for hires must be complete. 

 

c. The Employment Services staff will: 

 

Notify the applicant of the assigned date of the drug 

and/or alcohol test and the identification requirements. 

 

Advise the candidate to report to the Human Resources 

Department on the assigned date to: 

 

i. Sign and obtain a copy of official authorization 

forms. 

 

ii.   Obtain specific information about the location of 

the collection site and identification 

requirements. 

 

iii.  Inform the applicant that failure to present 

himself at the collection site, with the Human 

Resources Department authorization forms and 

acceptable picture identification on the date 

indicated on the authorization form, may result in 

disqualification. 

 

d. If an applicant does not present himself at the 

collection site with acceptable identification, he shall 

be disqualified unless an acceptable reason is provided 

and approved in writing by the Chief People Officer.  

Only extraordinary circumstances will be considered 

as a basis for rescheduling the appointment.  Such 

circumstances must be verified by the hiring authority 

before requesting the drug test be rescheduled.  

Circumstances which cannot be verified shall not be 

considered.  Appointments must be rescheduled for 

screening within twenty-four (24) hours (Friday 

appointments cannot be rescheduled).  EXCEPTION:  

At the discretion of the hiring Department Director, 

testing may be delayed more than twenty-four (24) 

hours if the applicant (or an immediate family 

member) is hospitalized or sick and such extreme 

circumstances have been adequately verified and 

submitted in writing to the Human Resources 

Department via the hiring authority. 
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e. The drug test results will be reported to the Human 

Resources Department.  The hiring authority will be 

notified of the applicantôs status by the appropriate 

Human Resources Department representative (hiring 

authorities shall not contact the medical facility 

directly regarding pre-employment drug and alcohol 

tests). 

 

f. If the drug and alcohol test is negative and the 

applicant meets all other employment requirements, 

the hiring authority will notify the applicant 

accordingly and schedule the date and time to report to 

work. 

 

g. If the drug and alcohol test results are positive, Human 

Resources will notify the hiring authority and the 

applicant will be notified in writing by Human 

Resources that the offer of employment is withdrawn.  

The applicant is ineligible for consideration of 

employment in applicable positions (i.e., those 

requiring drug/alcohol screenings) for six (6) months 

from the date of the positive drug/alcohol exam. 

 

h. Cold Specimen ï An applicant who provides a cold 

specimen will be given up to two (2) hours to provide 

another specimen.  The second specimen will be an 

observed specimen.  If an applicant leaves after two (2) 

hours without providing a specimen, it will be 

classified as a refusal to test.  This will result in a 

withdrawal of the offer of employment. 

  

Diluted Specimen ï If an applicant provides a diluted 

specimen, he will have to provide another specimen.  

The second specimen will be an observed specimen.    

If the results indicating the specimen is dilute is 

received by Human Resources before noon, the 

candidate is required to provide the observed specimen 

by the end of the same workday. If the results are 

received after 12:00 p.m., the candidate will have until 

noon the following workday to provide the observed 

specimen.  Failure to do so will result in a withdrawal 

of the offer of employment. 
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i. Positive Drug and/or Alcohol Test Results Procedures 

 

 Confirmed positive pre-employment drug and/or 

alcohol test results will result in the immediate 

withdrawal of the offer of employment and removal 

from the eligibility list, unless legal documentation 

was provided to the MRO concerning positive test 

results. A withdrawal of an offer of employment will 

be examined on a case-by-case basis, with the 

exemption of positions covered by the DOT Federal 

Guidelines. The applicant will be notified in writing of 

a confirmed positive drug and/or alcohol test result.  

Applicants may pursue the following: 

 

¶ Applicants will be permitted an opportunity to 

provide information and documentation to the 

MRO concerning a legitimate explanation for a 

confirmed positive test.  If the MRO concludes 

that the applicant has a legitimate explanation 

for the positive test result, the MRO must 

declare the test to be negative. 

 

¶ An applicant with a confirmed positive drug 

and/or alcohol test result may request that 

additional analysis by another laboratory be 

conducted at his own expense.  For non-CDL 

positions, the split specimen or additional/new 

specimen samples will not be accepted.  For 

CDL positions, the applicant may request that 

the split specimen be analyzed; additional/new 

specimen samples will not be accepted. 

 

¶ A request for additional analysis of the 

specimen, must be made in writing to the MRO 

within seventy-two (72) hours of being 

informed of the confirmed positive test result.  

The applicant must select a laboratory from a list 

of approved laboratories supplied by the MRO.  

The cost of such independent laboratory 

verification testing and the arrangements to 

conclude the testing shall be the responsibility 

of the applicant working with the MRO. 
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m. Background Investigations 

 

  i. Scope 

 

Background investigations will be conducted on hires, promotions and 

transfers after an offer has been extended and in accordance with business 

necessity.  Current employees who have had a background investigation 

within the past year are exempt.  Each position will be evaluated on a case-

by-case basis.  Any time there is a change in the positionôs requirements, 

the position will be re-evaluated.  The essential functions will be evaluated 

to determine if any of the following conditions exist: 

 

¶ Requires extensive contact with individuals in secluded environment 

¶ Handles money/financial resources, including credit card 

information 

¶ Acts as a caregiver for children or vulnerable adults, including 

coaches and athletic assistants 

¶ Enters private homes 

¶ Access to Social Security numbers/other private data 

¶ Access to drugs/controlled substances 

¶ Access to private/secure areas which are restricted 

¶ Has access to driver control records 

¶ Operates a City vehicle 

 

Secondary duties will not be evaluated.  The Human Resources Department 

will create and send to the hiring department a Background Justification 

Questionnaire, which must be completed to determine which of the 

following (if any) background screening(s) are required: 

 

¶ Criminal Records Check 

¶ Traffic Offense Check 

¶ Sexual Offender Check 

¶ Credit Check* 

 

*Credit checks are conducted in a very limited set of circumstances, 

approved by the Chief People Officer and adhere to the Guidelines in the 

Fair Credit Reporting Act. 

 

  ii.  Non-Civil Service Positions 

 

Background investigations will be conducted in the post-offer stage of 

hiring. Applicants must be placed in the hiring status of the ATS.  Hiring 

supervisors and/or designated Employment staff will be responsible for 

ensuring that the selected applicant completes and submits the background 

investigation booklet to Human Resources.
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Human Resources will review the information obtained from the 

background investigation and apprise the hiring supervisor if the selected 

applicant is not recommended for hire.  The Hiring Department Director 

must authorize an applicant that Human Resources does not recommend for 

hire. The Chief People Officer or the Employment Services Manager has 

the authority to prohibit a hire based upon a background investigation.  

Background files will be evaluated utilizing the standards and criteria 

provided by the Equal Employment Opportunity Commission. 

 

Human Resources will send applicants a Pre-Adverse Action letter with a 

copy of their background results if an offer of employment might be 

withdrawn.  The applicants will have an opportunity to contest the 

background results with the background process vendor.  If the offer of 

employment is withdrawn, then Human Resources will send an Adverse 

Action letter to the applicants formally withdrawing an offer of 

employment.   

 

iii.  Sex Offender Checking 

 

The City will perform a sexual offender check on all prospective new 

employees, including current employees eligible for any personnel 

action/position change where there has been a competitive recruitment.  The 

sexual offender check will commence once a conditional offer of 

employment has been extended, in conjunction with any other applicable 

pre-employment screenings.  The City will conduct the following two types 

of sex offender checks: 

 

1. Open Record Check ï An open record check will be conducted by 

an Employment Services representative on any applicant hired for 

any position in any City Department. 

 

An open record check is conducted to determine if the applicant is 

registered as a level 3 or level 4 sex offender.  The City prohibits the 

hiring of any individuals that are registered as a level 3 or 4 sex 

offender.  Additionally, all prospective City Employees registered 

as a level 1 or level 2 cannot be employed in positions where the 

nature of the essential functions require an employee to: 

 

¶ Enter private homes 

¶ Function as a coach, teacher, caregiver, or tutor to children or 

vulnerable adults 

¶ Interface with the public in a secluded and/or private 

environment 

 

2. Closed Record Check ï A closed record check must be conducted 

by a law enforcement agency.  The Little Rock Police Department 
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will typically conduct a closed record check to determine if an 

applicant is required to register as a level 1 through level 4 sex 

offender.  All level 1 and a majority of level 2 sex offender records 

are not open to the public.  A closed record check will be conducted 

for all prospective employees for the Police, Fire, Parks and 

Recreation and Zoo Departments, due to high public 

contact.  Individuals required to register as sex offenders are not 

eligible for employment in these City Departments. 

 

iv. Civil Service Positions 

 

Applicants for police officer and firefighter will undergo a comprehensive 

background investigation prior to Civil Service Certification and a final 

offer of employment.  All eligibility requirements, including background 

standards, are available for review.  An additional background investigation 

update may be required when the hire date is more than three (3) months 

from the certification date. 

 

13. On-Boarding 
 

a. All persons selected for employment shall report to the Human Resources 

Department prior to beginning work to complete the on-boarding process for new 

employees.  Performing work before officially being hired (i.e. on-boarded) is 

prohibited.  On-boarding for new employees is typically conducted on the first 

Monday of a new pay period.  The Chief People Officer must approve any full-time 

employees starting work in the middle of a pay period.  All new employees must 

participate in the New Employee Orientation, regardless of status.  New Employee 

Orientation may be provided on a different date from the on-boarding, to 

accommodate the scheduling needs of the hiring department. 

 

b. The Hiring Department must complete steps ii through v for part-time or temporary 

employees                                                                  

 

i. The Hiring Department must complete the following the week before a full -

time employee is on-boarded (i.e., placed on the Cityôs payroll):The 

hiring/starting salary, of a full time hire (either new hire, promotion, or 

demotion), must be approved by Human Resources before any offer amount 

is extended to the selected applicant to ensure that equity is considered.  The 

Mayor or City Manager must approve a salary over mid-point, including a 

salary for promoting, demoting or transferring a current City Employee.  If 

a hiring salary amount requires the salary adjustment of current employees, 

then the Chief People Officer and the Mayor or City Manager must approve 

all equity adjustments prior to extending the offer to the selected applicant.  

These procedures also apply to current City Employees who receive 

promotions via competitive selection processes.  Approval to hire will be 

reflected in the ATS.
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ii.  Prospective employees must successfully pass all pre-employment 

screenings (refer to Section 11 ï Pre-Employment Screenings). 

 

iii.  The Hiring Department will complete the Personnel Action Form     

                                      (PAF) in the ATS. 

 

iv. Human Resources will review the PAF to ensure that all information is 

correct and upon successful completion of all pre-employment screenings. 

The PAF will be authorized in the ATS by Human Resources.  The Hiring 

Director must authorize the hire. 

 

v. The final PAF will be electronically saved in the new employeeôs personnel 

file with all submitted application documents. 

  

c. All hiring decisions require approval from a Division Manager or above.  

Supervisors may conduct interviews and recommend hiring decisions. 

 

d. During on-boarding, all new employees must complete tax withholding, benefit 

enrollment, and INS I-9 forms and provide acceptable documentation of identity 

and employment eligibility.  All new employees must present acceptable proof of 

their Social Security number and provide documents listed on the I-9 form.   

 

e. Any employee required to operate a motor vehicle must present an appropriate valid 

vehicle operator's license. 

 

f. Proof of all licenses and/or certifications is required prior to employment as listed 

under the advertised job specification and must be documented before enrollment 

is complete and a ñNew Employee Sign-Up Formò is issued.   

 

i. If the job specification provides a ñgrace periodò to obtain the 

license/certification and the employee does not possess said documents at 

the start date, the employee and the supervisor will be provided written 

notification of the deadline for providing the documents.  The Department 

Director shall ensure that the employee obtains the required 

license/certification during the grace period and maintains such 

license/certification for the duration of employment in that position. 

 

g. Failure to provide required licenses and/or certifications within the specified ñgrace 

periodò shall result in disciplinary action including demotion or transfer to a 

position that does not require the license up to termination of employment.  The 

Department Director shall have the discretion to determine which action is 

appropriate. 

 

h. Upon completion of the employee enrollment process an "Authorization to Begin 

Work" card and an Employee On-Boarding Checklist shall be issued.  The new 

employee shall present this form to the supervisor immediately upon returning to 
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the worksite/department. An employee shall not begin work without providing the 

ñAuthorization to Begin Workò card to the supervisor.  The supervisor is required 

to complete their portion of the Employee On-Boarding Checklist with the new or 

promoted employee and return to the Employment Services Division within five 

(5) work days of on-boarding.  The Chief People Officer may approve beginning 

work without the ñAuthorization to Begin Workò form under extenuating 

circumstances.  
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SECTION II  
 
 

CLASSIFICATION AND COMPENSATION  
 
1. General Statement 
 
 It is the City's policy to provide equitable compensation for its employees in the form of 

pay and benefits in order to attract and retain qualified individuals for all positions.  A 
classification and compensation system will be maintained for all classified positions in 
the City and as approved by the City Manager.   

 
2. Classification Plan 
 
 The City's classification system is a systematic approach to collecting, analyzing, and 

maintaining information about positions in the City's work force.  Positions are grouped 
according to their relative duties and responsibilities to ensure that positions of equal 
difficulty and requirements are equitably compensated. 

 
3. Salaries 
 
 Salaries shall be linked directly to the classification system and shall be determined 

according to the difficulty of responsibilities, conditions of the appropriate labor markets, 
the financial resources of the City, and other economic considerations. 

 
4. Salary Adjustment 
 
 The salary schedule may be adjusted based on increased cost of living or negotiation 

results.  Individual salary ranges may be adjusted based on Human Resources personnel 
recommendations or changes in federal or state laws governing wages. 

 
5. Composition of the Classification System 
 
 The classification system consists of: 
 
 a. A grouping of positions into classes. 
 

b. A description/specification for each job within a class listing a title, type of work, 
scope of duties and responsibilities (both essential and secondary), supervisory 
responsibilities, knowledge, skills, and abilities, minimum qualifications, and 
additional requirements including licenses and certifications. 

 
 c. A pay grade allocation for each class based on:  a job analysis of evaluation factors, 

comparability of present and proposed grade assignment, salary surveys, internal 
equity analysis, and recruitment and retention experience. 

 
6. Classification Review 
 
 a. To ensure the accuracy of the existing title, job description, job specification, and 

grade allocation, the Human Resources Department will initiate a review for each 
position prior to the advertisement of each position.
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 b. Reviews may be also be initiated by an incumbent or his Department Director on a 
Classification Review Request form available in the Human Resources Department 
and on the Human Resources website.  A review initiated by an incumbent must be 
submitted through the chain of command to his Department Director; however, if 
the Department Director does not support the proposed changes by an incumbent, 
the Department Director is not required to submit the changes to the Department of 
Human Resources.  The Department Director is responsible for ensuring that the 
employee is working within their job description. 

 
 c. Positions will not be subject to the classification review process more frequently 

than once per thirty-six (36) month period, unless approved by the Chief People 
Officer. 

 
 d. A review request should not be submitted for the following reasons, but not limited 

to: 
 
  i. Changes in local, State or Federal Law that require title changes in 

certifications, but do not change certification levels or otherwise 
substantially change the qualifications for the position; 

 
  ii.  Increased volume of work load;   
 
  iii.  Rewarding personal achievements of employees not required by their 

current jobs (i.e., obtaining degrees, certificates, skills, etc., above those 
required to perform the job duties);   

 
  iv. Rewarding performance or length of service; 
 
  v. Requesting higher grade assignments for vacant positions without 

accompanying significant changes in assigned job duties; 
 
  vi. Attempting to increase range maximums for employees because their 

current salaries are at or near the salary range maximum; 
 
  vii.  Creating positions to accommodate or reward specific skill sets, personal 

preferences, or individual interests of employees that are not required by 
their current position. 

 
 e.  A review request must document evidence of at least one of the following: 
   
  i. Reorganization within the department or major reallocations of duties and 

responsibilities of a vacant position.  A reorganization may occur for 
various reasons, including:  improving business efficiency, 
reposition/aligning business units, providing a more efficient/effective 
service model. 

 
1. All proposals for reorganization shall be submitted to the Chief 

People Officer or designee for consultation and review PRIOR to 
implementing a reorganization plan to ensure all aspects of the 
reorganization are addressed, including changes in reporting 
relationships, and major changes in responsibilities.
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All approved reorganizations must be accompanied by the following 
documents: 
 
A. A memorandum from the respective Department Director 

with the City Manager approval, that includes the reason for 
the reorganization (rationale outlining the purpose for the 
reorganization), proposed timeframe for implementation, 
and proposed financial impact of the reorganization;  

B. The current and proposed organization charts; 

C. Completed Classification Review Request/Position Analysis 
Questionnaire for each position included in the 
reorganization. 

 
2. Any request for Departmental reorganization not in compliance with 

this policy will not be processed by the Department of Human 
Resources. 

 
 

  ii.  A review of a filled position requires the incumbent to have performed new, 
significant, and permanent duties for at least six (6) months.    Temporary 
changes in duties and responsibilities should be evaluated under the 
ñAlternate Rateò policy. 

 
  iii . A significant increase in responsibility due to additional programs, 

facilities, or requirements being assigned that are not part of the current job 
duties currently. 

 
 f. Human Resources personnel will not begin work on reorganization/reclassification 

requests until all required documents have been received.  The goal of Human 
Resources personnel is to provide draft documents for review to the requesting 
department within sixty (60) working days of receipt of a classification review 
request/position analysis questionnaire.  The completion time for reorganizations 
will be determined by the complexity of the reorganization, volume of changes 
requested and time needed for thorough analysis of the request.  

 
g. Human Resources personnel will update the job description and job specification 

based on feedback from the supervisor and/or position incumbent.  A revised job 
description and job specification shall be forwarded to the Department Director, 
whose signature shall indicate concurrence with the job description and job 
specification.  

 
The grades of non-union eligible and non-uniformed union eligible positions, 
below the level of Department Director, shall be determined by Human Resources 
personnel, based upon information provided by the respective departments and 
upon job descriptions and job specifications which have been reviewed and 
approved by the respective Department Director.  The grade decision of Human 
Resources personnel will be submitted in the form of a completed Classification 
Report (HR-2) form to the respective Department Director for signature indicating 
concurrence or non-concurrence.  
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The Department Director may, within two (2) weeks of issuance of the 
Classification Report, appeal the decision by Human Resources personnel by 
indicating non-concurrence on the form. Such appeal will be reviewed by the Chief 
People Officer. 
 
If a Department Director or Human Resources personnel do not agree with the 
classification decision, the decision may be appealed to the City Manager. The  
City Managerôs decision shall be final. 

 
h. Copies of the final job description and job specification will be forwarded to the 

appropriate Department Director, who will be responsible for distribution to 
affected supervisors and incumbents. 

 
i. Employees whose positions are upgraded/downgraded as a result of a 

reclassification may receive a salary adjustment based on equity. Each department 
will be responsible for initiating the Status Change Form for the adjustment. Such 
adjustments will become effective on the first day of the pay period following City 
Manager approval.   
 

 j. Equity Reviews 
 

The Cityôs definition of salary ñinequityò is that of a less-experienced employee 
earning a higher salary than a more-experienced employee. Internal equity 
adjustments are required where a hiring decision was made which results in an 
individual being hired with less experience than current employees, OR when, over 
time, there is some shifting of salaries which results in an internal inequity.  
Reviews may be initiated by an incumbent or his Department Director. A review 
initiated by an incumbent must be submitted through the chain of command to his 
Department Director. 
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7. Classification Creation Request 
 
 a. The Department Director shall obtain written approval in the form of a 

memorandum from the City Manager or Assistant City Manager to create the new 
classification. 

 
 b. The approval and a memorandum describing the anticipated duties of the 

classification and the organizational location of the position will be forwarded to 
the Human Resources Department. 

 
 c. Human Resources Department personnel will develop the job description and job 

specification which will be submitted to the Department Director for approval.  
Classification of the position will proceed in accordance with Section II, item 6.f. 
as appropriate. 

 
 d. After completion of the Classification Review Report with all applicable signatures 

the finalized job description will be distributed to the Department Director. The 
Department Director or designee shall access the applicant tracking system to 
submit a requisition to the Human Resources Department to initiate the hiring 
process. The vacancy shall be filled in accordance with Section I of this manual.  

 
 
8. Overtime and Compensatory Time 
 

The City will comply with rules governing overtime and compensatory time as established 
by the Fair Labor Standards Act (FLSA).  Overtime and compensatory time for hours 
worked in excess of the time limits specified by FLSA will be governed as follows:  
Positions shall be coded as exempt from overtime or non-exempt from overtime. 

 
 a. Exempt from FLSA coverage 
 

Employees in this category are exempt from FLSA coverage and are not eligible 
for overtime or compensatory time.  These employees fall into the FLSA groups 
of Executive, Administrative, and Professional. 

 
 b. Non-Exempt from FLSA coverage 
 
  Police Uniform, Union Eligible Positions 
 
  Employees in this category are in Police Officer and Police Sergeant positions.  For 

employees in non-twelve hour positions, they will be paid time and one-half for all 
time worked in excess of the forty (40) hour workweek.  For employees in twelve 
hour positions, they will be paid time and one-half for all time worked in excess of 
the eighty (80) hour work period.  Sick leave shall not be considered as time 
worked. 

 
  By written notification, the employee shall select whether payment for overtime 

will be made in dollars or compensatory time. 
 
  Compensatory time may be accrued to a maximum of four hundred (400) hours.  

Once four hundred (400) hours of compensatory time have been accrued, 
management has the option to either grant compensatory time or dollars for time 
worked in excess of the applicable FLSA threshold in a work period.  Every effort 
will be made to grant employees time off in a reasonable period of time without 
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  unduly disrupting departmental operations.  
 
  Fire Uniform, Union Eligible Positions (56 hour only) 
 
  Employees in this category are in certain Firefighter, Fire Apparatus Engineer, and 

Fire Captain positions.  Overtime shall be paid to employees in these positions as 
established by the Fair Labor Standards Act.  Sick leave shall not count towards 
meeting the specified hour requirements within a work period. 

 
  Overtime Formula for 56 Hour Employees: 
 
  The following formula will be used to compute the overtime pay rate: 
 
 Base Pay + Holiday + Acting Pay + Holiday Premium Pay + Longevity Pay + EMT Pay      x 1.5 = OT 

      106  

 

 
  Non-Uniform, Union Eligible Positions 
 
  Employees in this category are in non-uniform, union eligible positions.  

Employees will be paid or will receive compensatory time at the rate of time and 
one-half for all time worked in excess of the forty (40) hour workweek.  Sick leave 
shall not be considered as time worked. 

 
  Compensatory time may be accrued up to two hundred and forty (240) hours.  Any 

time in excess of two hundred and forty (240) hours must be paid in dollars. 
Employees should follow their department guidelines for leave requests for the 
usage of compensatory time. 

 
  Employees shall receive overtime or compensatory time depending upon an 

agreement or understanding reached prior to the performance of the work.  This 
agreement or understanding shall be evidenced by a notice to the employee, signed 
by the Department Director, stating that in the future the employee shall receive 
overtime or be given compensatory time in lieu of overtime for hours worked in 
excess of forty (40) hours in a given workweek.  The needs of the department shall 
be the determining factor. 

 
  Non-Uniform, Non-Union Eligible Positions 
 
  Employees in this category are in non-uniform, non-union eligible positions.  

Employees will be paid or will receive compensatory time at the rate of time and 
one-half for all time worked in excess of the forty (40) hour workweek.  Short Term 
Disability (STD) shall not count towards meeting the forty (40) hour workweek. 

 
  Compensatory time may be accrued up to two hundred and forty (240) hours.  Any 

time in excess of two hundred and forty (240) hours must be paid in dollars.  
Employees should follow their department guidelines for leave requests for the 
usage of compensatory time. 

 
  Employees shall receive overtime or compensatory time depending upon an 

agreement or understanding reached prior to the performance of the work. 
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  This agreement or understanding shall be evidenced by a notice to the employee, 
signed by the Department Director, stating that in the future the employee shall 
receive overtime or be given compensatory time in lieu of overtime for hours 
worked in excess of forty (40) hours in a given workweek.  The needs of the 
department shall be the determining factor. 

 
  The Department Director need not adopt the same agreement or understanding with 

all of the Department non-exempt employees and need not provide compensatory 
time to all such employees.  For employees hired after July 1992, written agreement 
shall take the form of an express condition of employment. 

 
  Fire Uniform, Union Eligible Positions (40 hour only) 
 
  Employees in this category are in certain Firefighter, Fire Apparatus Engineer, and 

Fire Captain positions.  These employees will be paid time and one-half for all time 
worked in excess of the forty (40) hour workweek.  Sick leave shall not be 
considered as time worked.  Compensatory time may be accrued up to two hundred 
(200) hours. 

 
  Employees will be paid for such overtime work either in compensatory time or in 

overtime, as designated by the Fire Chief. 
 
 c. General Information Pertaining to all Non-Exempt Employees 
 
  Neither FLSA nor City Policy guarantees that employees in any nonexempt 

category shall work in excess of the standard number of hours in a work period as 
specified in FLSA.   

 
  Employees are expected to work the number of hours scheduled.  Employees must 

obtain prior approval from a supervisor by submitting the overtime/pre-time 
approval form before working over forty (40) hours in a workweek.  Employees 
may be disciplined for working hours not authorized by a supervisor. 

 
  An employee who has accrued compensatory time shall, upon termination of his 

employment or promotion to an exempt position, be paid for all accrued, unused 
compensatory time at his regular rate of pay before promotion or at the time of 
termination. 

 
 d. Emergency\Special Conditions 
 

In certain  conditions, the City Manager may authorize overtime pay for employees 
classified as "exempt" (up to but not including the level of Division Manager) to 
perform work directly related to the emergency.  All time worked in excess of the 
40-hour workweek will be considered overtime.  Departments must request 
approval in writing from the City Manager specifying the employees with their 
position titles and the amount.  A copy of the request must be forwarded to the 
Chief People Officer.   

 
9. Longevity Pay 
 

The City provides longevity pay to recognize the service of regular, full-time 
employees. The date used to compute longevity pay will not change unless there is 
a break in service for the employee regardless of the number of transfers between 
City departments including movement from uniform to non-uniform positions and 
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vice-versa.  If there is a break in service, the date used to compute longevity pay 
will be the date of rehire; service prior to the break regardless of the reason will not 
be considered nor reinstated.  Service in a part-time or temporary position will not 
be considered for purposes of computation of longevity pay.  Longevity payments 
shall be distributed to employees biweekly. 

 
a. Non-Uniform Non-Union Eligible Employees 

 
Longevity payments shall be distributed to employees biweekly.  Longevity pay 
shall be calculated according to the following formula; to determine the weekly 
amount: 

 
Twelve (12) Months 

 X 
the number of years of service 
 X 
the designated longevity dollar amount 
 = 
the biweekly longevity amount 

/ 52 weeks 
 

Longevity pay will be paid at the rate of $4 per month for each year of service up 
to and including the fifth (5th) year and $6 per month for each year of service 
beginning at six (6) years and for each year thereafter.  Anniversary dates will 
determine the accrual amount for each month.  An employee whose anniversary 
date falls after the 15th of the month will not receive credit for additional year of 
service during his anniversary month, but will receive this credit for all subsequent 
months. 

 
b. Non-Uniform Union Eligible Employees 
 

Longevity payments shall be distributed to employees biweekly.  Longevity pay 
shall be calculated according to the following formula to determine the weekly 
amount: 
 
  Twelve (12) Months 

 X 
the number of years of service 
 X 
the designated longevity dollar amount 
 = 
the biweekly  longevity amount 

/ 52 weeks 
 
Longevity pay will be paid at the rate of three ($3) dollars per month for each year 
of service up to and including the fifth (5th) year and $6 per month for each year of 
service beginning at six (6) years and for each year of service thereafter. 
 
Anniversary dates will determine the accrual amount for each month.  An employee 
whose anniversary date falls after the 15th day of the month will not receive credit 
for an additional year of service during his anniversary month, but will receive the 
credit for the subsequent months.
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c. Uniform Fire Department Employees 
 
 Longevity payments shall be distributed to employees biweekly.  
 
 Five ($5) dollars per month for each year of service up to and including the fifteenth 

(15th) year. 
 
 Six ($6) dollars per month for each year of service from the sixteenth (16th) year 

through the completed twenty-fifth (25th) year. 
 

d. Uniform Police Department Employees 
 

Longevity payments shall be distributed to employees biweekly.  Employees will 
receive longevity pay in the following: 

 
Five (5) dollars per month for each year of service up to and including the fifteenth 
(15th) year. 

 
Six (6) dollars per month for each year of service from the sixteenth (16th) year 
through the completed twenty-fifth (25th) year. 

 
10. Other Pay Categories ï Full -Time Non-Uniform Employees 
 

Special pay situations shall be governed by the following policies: 
 
 a. Standby Pay 
 
  Employees required to stand by for work shall be compensated at their regular 

hourly rate of pay not to exceed a maximum of sixteen (16) hours per week.  
Standby pay shall be based on the following schedule: 

 
  Maximum of two (2) hours for each eight (8) hours on standby not to exceed two 

(2) hours per normal working day (Monday through Friday). 
 
  Maximum of one (1) hour for each eight (8) hours per normal weekend day 

(Saturday and Sunday) or designated City holidays. 
 
  In order to qualify for standby pay, an employee must be readily accessible at all 

times during the standby period.  An employee shall not be placed on standby and 
cannot be paid standby pay while on paid or unpaid leave. 

 
  Positions exempt for FLSA purposes shall not be eligible for standby pay. 
 

b. Callback Pay 
 
  An employee who is called to work for an unscheduled period of time shall receive 

a minimum of three (3) hours pay at the regular rate or shall be paid for the hours 
actually worked at the regular rate, whichever is greater.  The above shall not apply 
to an employee who is called to work an unscheduled shift.  As applicable, this shall 
be considered overtime and compensated at time and one-half for each hour 
actually worked. 

 
  The combination of standby and callback pay may not exceed eight (8) hours on a 

given day unless the actual hours worked exceeds eight (8). 
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  Positions exempt for FLSA purposes shall not be eligible for callback pay. 
 
 c. Alternate Rate 
 

A regular full-time non-uniform employee assigned to work in a position with a 
higher rate of pay for a period of time shall receive an alternate rate of pay if the 
following conditions are met: 

 
i. He performs a majority of the duties of the higher classification which are 

different from their own; and 
 

ii.  He is held fully accountable for those duties in the same manner as a newly 
hired or promoted employee in that position; and 

 
iii.  Alternate rate will not be paid to more than one employee for the same job. 
 
iv.  For sworn Police and Fire personnel, assignments shall not at any time 

exceed state law, currently sixty (60) days. 
 
v. Alternate rate shall not be approved if the employeeôs current functional job 

description indicates the position serves in the higher classification position 
during their absence or vacancy.    

 
  Alternate rate status shall not exceed sixty (60) consecutive calendar days without 

written approval by the City Manager.    No overtime will be earned by employees 
earning alternate rate in exempt positions. 

 
  An employee's anniversary date shall not change as a result of an alternate rate 

assignment. 
 
  Amount of Alternate Rate Salary Adjustment 
 
  While in alternate rate status in an overtime eligible position, any time worked in 

excess of the forty (40) hour regularly scheduled workweek, as specified in this 
manual and current agreements, shall be paid at time and one-half only in the 
alternate position. 

 
  Non-Uniform Union Eligible Employees 
 
  An employee assigned to work in a classification with a higher rate of pay for a period of 

time which exceeds three (3) consecutive work days, will receive an alternate rate of a 5% 
increase retroactive to the first work day. 

 
An employee working in a higher level classification must perform a majority of those 
duties of the higher classification which are substantially different from his own duties and 
be held accountable for performance in the same manner that a newly-assigned regular 
employee would be held accountable for performance in the higher level classification. 
This provision shall not apply to employees participating in a formal training program, in 
which case the employee shall be notified that they are participating in a formal training 
program, and the higher rate of pay will not be paid. 

 
   
  Non-uniform union eligible employees assigned to work in a non-uniform non-

union position shall receive alternate rate as outlined in the non-uniform non-union 
section. 
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  Non-Uniform Non-Union Eligible Employees 
 
  After an assignment has lasted over five (5) consecutive days, an employee placed 

in an alternate rate status shall receive: 
 
  i. Five percent (5%) salary adjustment for the initial thirty (30) calendar day 

period in alternate rate status, from the first day of the assignment. 
 
  ii.  Beginning with the thirty-first (31st) consecutive calendar day in alternate 

rate status, the employee shall receive the greater of an additional five 
percent (5%) salary adjustment, or the minimum of the salary range of the 
higher classification.  This adjustment shall be effective for the duration of 
the alternate rate assignment. 

 
  Department Director(s) and Mid-Manager(s) 
 
  An employee placed in an alternate rate status of a Department Director shall 

receive salary of previous incumbent. 
 

Alternate rate will not be paid for Department Director or Mid-manager Positions 
unless there is a vacancy, or specific approval is received from the City Manager. 

 
 d. Holiday Pay 
 
  Non-exempt employees required to work on a designated holiday shall be 

compensated for hours worked at the rate of time and one-half their regular rate of 
pay up to eight (8) hours, or have the option of receiving this time as comp time at 
the rate of time and one half. Employees will only be paid for hours worked. 

 
  Employees of the Communications Division shall be compensated at the rate of two 

times the straight pay rate for working on a holiday in addition to the eight (8) hours 
holiday pay.  An employee who is scheduled to report for work on a holiday and 
does so shall be assigned to at least four (4) hours work at the rate of time and one-
half in addition to the holiday pay.  If the employee is excused from duty before 
completing four (4) hours of work, he shall be paid for four (4) hours at time and 
one-half in addition to holiday pay.   

 
  Exempt employees who are scheduled to work on a holiday shall be given another 

day off and not provided any other compensation. 
 
  See Section IV Leaves for more information. 
 
 e. Differential Pay 
 
  i. Shift Differential shall be in addition to the employeeôs regular rate of pay 

and shall be included in all payroll calculations, but shall not apply during 
periods of paid leave.  Payment of shift differential will only be received for 
hours actually worked on the applicable shift. 
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  Non-Uniform Non-Union Eligible Employees 

 
  Employees who are assigned to the evening (B) shift (shift beginning no 

earlier than 1:00 p.m.) shall be compensated an additional $0.50 per hour.  
Communication Center Employees who are assigned to work the night shift 
from 7:00 p.m. to 7:00 a.m. for) shall be compensated an additional $1.25 
per hour. 

 
   Non-Uniform Union Eligible Employees 
 

  Employees who are permanently assigned to the evening (B) shift (shift 
beginning no earlier than 1:00 p.m.) shall be compensated an additional 
$0.60 per hour.  Employees who are assigned to the night (C) shift (shift 
beginning no earlier than 11:00 p.m.) shall be compensated an additional 
$1.00 per hour. 

 
  ii.  Location Differential Pay:  $.75 per hour will be paid to all Fleet Services 

technicians for each hour worked while assigned to the landfill shop 
location.  Eligibility and payroll rules the same as shift differential apply.  
Payment for both location differential and shift differential is permitted 
when each criteria is met. 

 
  iii.  Sunday Differential Pay:  Non-exempt employees not regularly assigned to 

work Sunday shall be compensated at a rate of time and one half for every 
hour worked.  The Sunday differential does not apply to hours worked 
during an inclement weather event.   

 
  iv. Second Language Differential Pay:  A second language differential rate of 

pay may be provided to full-time employees who have demonstrated the 
ability to communicate in a language other than English including American 
Sign Language.  No employee will receive the differential pay prior to the 
successful completion of the proficiency exam. 

 
   Eligible Positions: A Department may request a second language 

differential when a vacancy occurs, a new position is established, or the 
duties of an occupied position change.  In order to be eligible for a second 
language differential, the Department must determine that the position 
requires regular, on-going use of second language skills to assist in the 
performance of the essential job functions.  A guideline of at least 20% of 
hours worked should be used when evaluating ñregular and on-goingò use 
of the second language skills. 
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   Procedure for Requesting Second Language Differential: Departments 
should include a request for second language differential in the requisition 
for a new or vacant position.  Departments must submit a memorandum to 
the Chief People Officer to initiate a request for second language differential 
when there is an incumbent. The memorandum must be accompanied by a 
justification which states in detail the duties, responsibilities, and reasons 
for the second language differential requirement.  All requests must be 
reviewed and approved by the Chief People Officer. 

 
   Method of Assessment:  The Employment Services Division will determine 

the method of assessing the employee or applicantôs proficiency.  
Departments are responsible for paying for testing. 

 
   Compensation: Certified full-time employees who have passed the 

assessment are eligible to receive a differential of fifty-eight dollars 
($58.00) per week.  Payment will end for leaves of absences or upon 
entering the long term disability waiting period. .  If an employee who is 
receiving a second language differential moves to a position that does not 
require the skill to communicate in a second language, or their position 
ceases to require the use of the skills, the second language differential pay 
will terminate. 

 
 f. Fleet Certification Incentive Pay 
 
  All full -time Fleet Services employees who have successfully completed the 

probationary period are eligible.  Certification Incentive Pay is provided to 
employees who meet the criteria of this program as defined by the Fleet Services 
Department in obtaining industry certifications that cover the employee's current 
job functions.  

 
 g. General Emergency/Inclement Weather Leave and Pay 
 
  i. Non-essential personnel:  When it is determined by the City Manager that a 

situation exists or is impending which threatens the best interest of the City 
and the health and safety of employees, general emergency leave with pay 
may be authorized for all or part of a day.  The City Manager may invoke 
the Inclement Weather policy which would allow employees a window of 
time in which to report to work.  Employees failing to arrive during that 
window will be charged leave from the deadline in which to arrive and their 
arrival time.  Employees failing to arrive during the work day will be 
charged leave from the time the City opened for the remainder of the day 
that they were scheduled to work.  Remote workers will be required to work 
their normal schedule if working from home. When the City opens at 11:00 
a.m. or later, the normal lunch break will not be observed.  Employees will 
work the remainder of their scheduled work day.  The City Manager may 
publish additional guidelines to address these situations. 
 
Employees who have leave scheduled and approved in advance will still be 
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charged the leave scheduled for the day in which the City was closed or 
opened late. 

 
ii.  Essential personnel:  If an employee is designated by the Department 

Director as ñWeather/Emergency Essential Personnelò, that person is 
expected to be at their work location at regular work hours, or as designated 
by their supervisor when the City is closed due to inclement weather or 
emergency situation. Such persons must make whatever arrangements are 
necessary to arrive at their work location on time, or they may be subject to 
disciplinary action unless on pre-approved leave.  During such conditions, 
the Department Director will have the discretion to provide paid or unpaid 
meal breaks and/or provide meals at the expense of the City. 

 
iii.  Remote Workers: All non-uniform employees pre-approved (pre-approved 

employees must have completed the Telework Agreement Form and 
received appropriate approval through the Departmental chain of command) 
to work remotely will be required to work their normal schedule and will 
not receive inclement differential pay or bonus time as noted below for time 
worked remotely during inclement weather events. Non-uniform 
employees, not pre-approved and/or unable to work remotely will not be 
required to work during general emergency/inclement weather events. 
Department Directors may designate critical personnel who will be required 
to report to work and/or remain at work during inclement weather events, 
those designated employees, shall be compensated with an additional $2.00 
per hour for every hour worked. 

 
iv. Inclement Differential Pay:  All non-uniform employees who must report 

(includes both essential and non-essential personnel, who are required to 
report to a work location by their Director) to work, with the exception of 
telework employees, during emergency conditions resulting in the closure 
of City Hall shall be compensated with an additional $2.00 per hour for 
every hour worked.  This includes employees who are to report to work 
before their normal work shift for preparation of the inclement weather and 
employees who are to report to work for the second or third shift after City 
Hall is closed for inclement weather and during hazardous conditions on 
Saturday and Sunday.  All hours worked for non-exempt employees will be 
paid at their hourly rate.  Overtime will be paid according to Section II-5. 

 
v. Inclement Differential Bonus Time:  Non-exempt employees (see Page II -

7 exempt employees) who are required to work during a period of general 
emergency leave, except telework employees and those working round-the-
clock shifts, shall be granted Bonus time on an hour-per-hour basis in 
addition to general emergency leave for the number of hours in which City 
Hall was closed.  This leave will be extended in the same amount to second 
and third shift employees. 

 
  vi. Any employee who has had any type of leave requested prior to the City 

Managerôs designation of emergency leave will not have the leave credited 
back for any time the City was closed.
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h.  Court Appearance Pay (Communications Division Only) 
 

 Effective January 1, 2020, the City shall pay each Communication Call Taker time 
and one-half for all required court appearances, other than during regularly 
scheduled work hours.  The employee shall select whether payment for such court 
overtime shall be in dollars or compensatory time by written notification.  A 
minimum of one (1) hour for job required court appearances. 

 
 

11. Other Pay Categories ïPart-Time Non-Uniform  Employees 
 

Special pay situations shall be governed by the following policies: 
 
a. Holiday Pay 
 
 Part-Time employees required to work on a designated holiday shall be 

compensated at the rate of time and one-half their regular rate of pay up to eight (8) 
hours. Employees will only be paid for hours worked. 

 
 Part-Time employees of the Communications Division shall be compensated at the 

rate of two times their regular rate of pay for working on a holiday.  An employee 
who is scheduled to report for work on a holiday and does so shall be assigned to 
at least four (4) hours work at the rate of time and one-half in addition to the holiday 
pay.  If the employee is excused from duty before completing four (4) hours of 
work, he shall be paid for four (4) hours at time and one-half in addition to holiday 
pay.   

 
 b. General Emergency/Inclement Weather Leave and Pay 

     
Inclement Differential Pay:  All Part-Time non-uniform employees who must 
report (includes both essential and non-essential personnel, who are required to 
report to a work location by their Director) to work, with the exception of telework 
employees, during emergency conditions resulting in the closure of City Hall shall 
be compensated with an additional $2.00 per hour for every hour worked.  This 
includes employees who are to report to work before their normal work shift for 
preparation of the inclement weather and employees who are to report to work for 
the second or third shift after City Hall is closed for inclement weather and during 
hazardous conditions on Saturday and Sunday.  All hours worked for non-exempt 
employees will be paid at their hourly rate.   
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12. Other Pay Categories ï Uniform Police Department Employees 
 
 Special pay situations shall be governed by the following policies: 
 
 a. Holiday Premium Pay 
 
  Holiday premium pay shall be equivalent to nine (9) days pay.  The daily rate of 

pay shall be computed by dividing the base pay, including holiday pay, by 260.   
 

b. Differential Pay 
 
  For non-twelve (12) hour shift employees:  A shift differential of 55 cents per hour 

will be paid for all hours worked by an employee when a majority of the employee's 
regularly scheduled shift hours occur after 3:00 p.m. and before 11:00 p.m.  A shift 
differential of 80 cents per hour will be paid for all hours worked by an employee 
when a majority of the employee's regularly scheduled shift hours occur after 11:00 
p.m. and before 7:00 a.m.   

 
  For twelve (12) hour shift employees:  A shift differential of 80 cents per hour will 

be paid for all hours worked for the 7:00 p.m. to 7:00 a.m. shift, or 6:00 p.m. to 
6:00 a.m. for early shifts. 

 
  Shift premiums will be paid for hours worked during the shift except for work 

performed as overtime work or work performed earlier than an employee's normal 
shift.  Shift premiums will not be paid for any paid time off. 

 
 c. Educational Incentive Pay (EIP) 
 
  The following schedule of the E.I.P. is for those employees who were qualified to 

participate in the plan as of December 31, 1990, and formally elected to be 
compensated as described: 

 
  Schedule 1: 
 

CERTIFICATE 
LEVELS 

COLLEGE 
CREDITS 

ADDITIONAL  
CREDITS 

$ PER 
Period. 

Basic 0 0 $    0 
General 0 1 yr. + 3 hrs. related 

studies (exc. English) 
$  10.15 

Intermediate 6 hrs. + (Eng.) 6 hrs. related studies $  25.38 
 

Advanced 15 hrs. 0 $  36.92 
Senior 45 hrs. 0 $50.77 

 
  Related studies shall be determined by the Chief of Police.  Predetermination of job 

related courses may be requested prior to enrollment. 
 
  Schedule 1 shall be frozen and no advancement through certification levels will be 

allowed after December 31, 1990. 
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  Schedule 2: 
 
 
  The following schedule is for all sworn Police Department employees: 
 

COLLEGE HRS # OF YRS. WITH DEPT. $ PER period 
Less than 15 Less than 2 years $ 0 
15 - 30 hrs. 2 Years $ 11.54 
31 - 63 hrs. 3 years $ 27.69 
Associate's Degree or 
64 - 123 hrs. 

3 years $ 39.23 

Bachelorôs Degree or 124 + 
hrs. 

4 years $ 57.69 

Graduate Degree 10 years $ 69.23 
 
 
  Eligibility for EIP payments will require the officer to furnish to the Department of 

Human Resources, through the Chief of Police, the obtained Minimum Standards 
Certification and/or documentation of satisfactory completion of accredited college 
hours. 

 
  Application for EIP payments must be submitted by the 10th of the month to be 

counted for eligibility. 
 
  Payments shall be made biweekly. 
 
 d. Second Language Differential Pay 
 
  See Page II ï 12 
 
 e. Field Training Officer (FTO) Pay 
 
  FTO pay will be paid at the rate of three (3) hours per shift.  FTOôs will only receive 

the additional pay for time actually spent training probationary Police officers. 
 
 f. Court Appearance Pay 
 
  The City shall pay each officer time and one-half for all required court appearances, 

other than during regularly scheduled duty hours.  The employee shall select 
whether payment for such court overtime shall be in dollars or compensatory time 
by written notification.  A minimum of two (2) hours for job required court 
appearances or municipal, state circuit court, juvenile court, federal district court, 
parole revocation, mental commitment, Civil Service Commission hearing 
appearance, and grand jury shall be applied when calculating said court time.  Civil 
and Chancery Court appearances which are a result of a person's employment with 
the City shall also be included in this section. 
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13. Other Pay Issues ï Uniform Fire Department Employees 
 
 Special pay situations shall be governed by the following policies: 
 
 a. Holiday Premium Pay 
 
  Employees shall be paid holiday premium pay equivalent to nine (9) days pay.  For 

fifty -six (56) hour employees a daily rate of pay shall be computed by dividing the 
base pay, including holiday pay, will be accrued and paid on a cycle basis along 
with regular payroll cycles for fifty-six (56) hour employees.  For forty (40) hour 
employees a daily rate of pay shall be computed by dividing the base pay, including 
holiday pay, by two hundred sixty (260).  The bi-weekly payroll calculation for 40 
hour employees will be at a rate of 2.7692 times the employeeôs hourly rate. 

 
 b. Callback Pay 
 
  Employees on fifty-six (56) hour workweeks who are called back to Fire 

Department duty from off-duty status shall be paid a minimum of three (3) hours 
or the actual time worked, whichever is greater, at time and one-half. 

 
  Employees on forty (40) hour workweeks who are called back to work from off-

duty status shall receive a minimum of four (4) hours or the actual time worked, 
whichever is greater at time and one-half in compensatory time. 

 
 c. Alternate Rate 
 
  Any employee required to accept the responsibilities and carry out duties of a rank 

above that which he normally holds shall be paid at the entry-level rate for that rank 
while so acting.  When an employee works out of classification that employee will 
be paid acting pay in fifteen (15) minute increments. 

 
 d. Detail Compensation 
 
  Employees who report for duty and are detailed to work at a station other than the 

station to which they are assigned and provide their own transportation or 
participate in the meal at the other station will be compensated at a rate of $15.00 
per detail.  Longer term assignments exceeding ten (10) tours of duty on any one 
assignment shall not be eligible for detail pay after the tenth (10th) tour. 

 
 e. EMT Compensation 
 
  Firefighters certified as Emergency Medical Technicians shall receive an annual 

allowance of one thousand six hundred eighty ($1, 680.00) dollars; payments shall 
be made on a prorated basis of work cycles. 

     
 f. Standby Pay 
   
  Forty (40) hour employees required to stand by for work shall be compensated at 

the rate of $2.00 per hour as scheduled by the department. In order to qualify for 
stand by pay, an employee must be readily accessible at all times during the standby 
period.  An employee shall not be placed on standby and cannot be paid 
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  standby pay while on paid or unpaid leave.  Any time spent by the employee responding 
to an alarm shall be considered time worked and shall be compensated at the employeeôs 
applicable rate of pay. 

 
14. Compensation Manual 
 

a. Introduction 

The policies and procedures in this manual were promulgated by the Chief People 

Officer and approved by the City Manager of the City of Little Rock. This document 

supersedes all previous policies concerning salary administration and compensation 

practices for full-time employees of the City of Little Rock. These policies and 

procedures shall be considered subordinate where in conflict with current negotiated 

agreements. Policies and procedures may vary among union and non-union employee 

groups. 

 

These policies will be reviewed on an ongoing basis by the Classification and 

Compensation Division and necessary changes will be addressed. Modifications may 

occur due to changes in the economy, labor market, and the City's financial position. 

These modifications may include, for example, changing grades to and from ACES 

grades and Special Pay Line grades to address market compatibility and other issues. 

This document shall be controlling unless superseded by written directions of the Chief 

People Officer. 

 

Exceptions regarding these policies must be approved in writing by the City Manager. 

It is each Department Director's responsibility to ensure that money is available within 

his organization's budget to fund salary adjustments, if any, throughout the year. This 

manual provides a practical guide for understanding and discussing the City's 

compensation program. It answers questions which frequently arise. Staff in the 

Classification and Compensation Division are available to provide clarification and 

assistance upon request. 

 

This manual should be utilized to ensure the uniformity and consistency of policy 

applications, and to promote fairness and equity to all City employees. It is of the utmost 

importance that supervisors be knowledgeable of the philosophy as well as the policies 

and procedures that govern administration of the compensation program. 
 

b. Alphabetical Listing of Classifications 

 

See the following tables. 
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CITY OF LITTLE ROCK 
ALPHABETICAL LISTING OF CLASSIFICATIONS 

  Exemption 

Status 

Union 

Eligibility ANNUAL SALARY RANGE HOURLY RATE OF PAY 

JOB TITLE GRADE E/N NU/U MINIMUM MIDPOINT MAXIMUM MINIMUM MIDPOINT MAXIMUM 

311 CUSTOMER SERVICE REPRESENTATIVE 706 N NU $27,516 $34,946 $42,375 13.23 16.80 20.37 

311 CUSTOMER SERVICE REPRESENTATIVE - LEAD 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

311 SERVICE CENTER MANAGER 911 E NU $49,546 $62,924 $76,301 23.82 $30 36.68 

911 COMMUNICATIONS OPERATOR 826 N NU $36,067 ----- $40,560 17.34 ----- 19.50 

ACCOUNTANT 711 E NU $49,546 $62,924 $76,301 23.82 30.25 36.68 

ACCOUNTING CLERK - SENIOR 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

ACCOUNTING CLERK I 406 N U $28,184 ----- $39,603 13.55 ----- 19.04 

ACCOUNTING CLERK II 407 N U $29,307 ----- $41,122 14.09 ----- 19.77 

ACCOUNTING SPECIALIST 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

ACCOUNTS PAYABLE SPECIALIST 709 N NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

ACCOUNTS PAYABLE SUPERVISOR 712 E NU $58,128 $73,823 $89,517 27.95 35.49 43.04 

ADMINISTRATIVE ASSISTANT I 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

ADMINISTRATIVE COURT OPERATIONS COORDINATOR 709 N NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

ADMINISTRATIVE OPERATIONS COORDINATOR 709 N NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

ADMINISTRATIVE OPERATIONS MANAGER 911 E NU $49,546 $62,924 $76,301 23.82 30.25 36.68 

ADMINISTRATIVE SERVICES MANAGER 912 E NU $58,128 $73,823 $89,517 27.95 35.49 43.04 

ADMINISTRATIVE TECHNICIAN 707 N NU $30,683 $38,968 $47,252 14.75 18.73 22.72 

AGING AND ACTIVE SUPERVISOR 710 E NU $44,304 $56,266 $68,228 21.30 27.05 32.80 

AMERICORPS URBAN SAFETY/ENVIRONMENTAL COORDINATOR 999 E NU ----- ----- ----- ----- '----- '----- 

ANIMAL CARE TECHNICIAN 304 N U $28,184 ----- $39,582 13.55 ----- 19.03 

ANIMAL KEEPER 305 N U $29,619 ----- $41,579 14.24 ----- 19.99 

ANIMAL KEEPER - SENIOR 707 N NU $30,683 $38,968 $47,252 14.75 18.73 22.72 

ANIMAL SERVICES COORDINATOR 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

ANIMAL SERVICES MANAGER 912 E NU $58,128 $73,823 $89,517 27.95 35.49 43.04 

ANIMAL SERVICES OFFICER 305 N U $29,619 ----- $41,579 14.24 ----- 19.99 

ANIMAL SERVICES SUPERVISOR 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

APPLICATIONS DEVELOPMENT MANAGER 923 E NU $73,904 $93,858 $113,812 35.53 45.12 54.72 

AQUATICS SPECIALIST 708 E NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

ASSET MANAGEMENT ADMINISTRATOR 711 E NU $49,546 $62,924 $76,301 23.82 30.25 36.68 

ASSISTANT AQUATICS SPECIALIST 707 N NU $30,683 $38,968 $47,252 14.75 18.73 22.72 

ASSISTANT CITY ATTORNEY 711 E NU $49,546 $62,924 $76,301 23.82 30.25 36.68 

ASSISTANT CITY CLERK 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

ASSISTANT CURATOR 709 N NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

ASSISTANT DIRECTOR OF PUBLIC WORKS 925 E NU $94,904 $120,528 $146,152 45.63 57.95 70.27 

ASSISTANT DIRECTOR OF THE ZOO 914 E NU $75,326 $95,664 $116,002 36.21 45.99 55.77 

ASSISTANT FACILITY SUPERVISOR 707 N NU $30,683 $38,968 $47,252 14.75 18.73 22.72 

ASSISTANT FIRE CHIEF 250 E NU $83,258 $104,073 $124,887 40.03 50.04 60.04 
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CITY OF LITTLE ROCK 
ALPHABETICAL LISTING OF CLASSIFICATIONS 

  Exemption 

Status 

Union 

Eligibility ANNUAL SALARY RANGE HOURLY RATE OF PAY 

JOB TITLE GRADE E/N NU/U MINIMUM MIDPOINT MAXIMUM MINIMUM MIDPOINT MAXIMUM 

ASSISTANT FITNESS CENTER SUPERVISOR 709 E NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

ASSISTANT FITNESS SPECIALIST 707 N NU $30,683 $38,968 $47,252 14.75 18.73 22.72 

ASSISTANT POLICE CHIEF 150 E NU $88,502 $110,628 $132,753 42.55 53.19 63.82 

ASSISTANT PROCUREMENT MANAGER 712 E NU $58,128 $73,823 $89,517 27.95 35.49 43.04 

ASSISTANT RECORDS SUPERVISOR 708 E NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

ASSISTANT RECREATION PROGRAMS COORDINATOR 709 E NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

ASSISTANT SOLID WASTE COLLECTION SUPERVISOR 710 E NU $44,304 $56,266 $68,228 21.30 27.05 32.80 

ASSISTANT STREET SUPERINTENDENT 710 E NU $44,304 $56,266 $68,228 21.30 27.05 32.80 

ASST. DIR. OF HOUSING AND NEIGHBORHOOD PROGRAMS 914 E NU $75,326 $95,664 $116,002 36.21 45.99 55.77 

AUTOMOTIVE BODY TECHNICIAN 358 N U $37,253 ----- $52,291 17.91 ----- 25.14 

AUTOMOTIVE TEAM LEADER 463 N U $42,286 ----- $59,363 20.33 ----- 28.54 

AUTOMOTIVE TECHNICIAN I 356 N U $34,070 ----- $47,819 16.38 ----- 22.99 

AUTOMOTIVE TECHNICIAN II 358 N U $37,253 ----- $52,291 17.91 ----- 25.14 

AUTOMOTIVE/EQUIPMENT COORDINATOR 706 N NU $27,516 $34,946 $42,375 13.23 16.80 20.37 

BATTALION CHIEF (40 HOUR) 241 E NU $74,921 $93,652 $112,382 36.02 45.03 54.03 

BATTALION CHIEF (56 HOUR) 240 E NU $74,921 $93,652 $112,382 25.73 32.16 38.59 

BATTERERS TREATMENT PROGRAM COORDINATOR 709 N NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

BENEFITS ANALYST 709 N NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

BENEFITS AND RISK MANAGER 913 E NU $67,185 $85,325 $103,465 32.30 41.02 49.74 

BICYCLE AND PEDESTRIAN COORDINATOR 709 E NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

BOARD OF DIRECTORS ADMINISTRATIVE ASSISTANT 999 N NU ----- ----- ----- '----- '----- '----- 

BUDGET AND MANAGEMENT ANALYST 711 E NU $49,546 $62,924 $76,301 23.82 30.25 36.68 

BUILDING AND PROPERTY MAINTENANCE INSPECTOR 527 N NU $31,883 $40,492 $49,100 15.33 19.47 23.61 

BUILDING CODES MANAGER 912 E NU $58,128 $73,823 $89,517 27.95 35.49 43.04 

BUILDING INSPECTION SUPERVISOR 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

BUILDING MAINTENANCE MECHANIC 308 N U $33,862 ----- $47,528 16.28 ----- 22.85 

BUILDING MAINTENANCE MECHANIC - SENIOR 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

BUILDING SERVICES MANAGER 912 E NU $58,128 $73,823 $89,517 27.95 35.49 43.04 

BUILDING SERVICES SUPERVISOR 710 E NU $44,304 $56,266 $68,228 21.30 27.05 32.80 

BUSINESS APPLICATIONS ANALYST 999 E NU ----- ----- ----- ----- ----- ----- 

BUYER 709 E NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

CASE COORDINATOR 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

CENTRE FACILITY SUPERVISOR 710 E NU $44,304 $56,266 $68,228 21.30 27.05 32.80 

CHIEF COURT CLERK 709 E NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

CHIEF DEPUTY CITY ATTORNEY 617 E NU $100,270 $127,343 $154,416 48.21 61.22 74.24 

CHIEF EQUITY OFFICER 999 E NU ----- ----- ----- '----- '----- '----- 

CHIEF FINANCIAL OFFICER 603 E NU $101,814 $129,304 $156,794 48.95 62.17 75.38 
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CITY OF LITTLE ROCK 
ALPHABETICAL LISTING OF CLASSIFICATIONS 

  Exemption 

Status 

Union 

Eligibility ANNUAL SALARY RANGE HOURLY RATE OF PAY 

JOB TITLE GRADE E/N NU/U MINIMUM MIDPOINT MAXIMUM MINIMUM MIDPOINT MAXIMUM 

CHIEF INFORMATION OFFICER 602 E NU $97,687 $124,063 $150,438 46.97 59.65 72.33 

CHIEF OF POLICE 603 E NU $101,814 $129,304 $156,794 48.95 62.17 75.38 

CHIEF PEOPLE OFFICER 602 E NU $97,687 $124,063 $150,438 46.97 59.65 72.33 

CITY ATTORNEY 611 E NU $116,936 $148,509 $180,081 56.22 71.40 86.58 

CITY CLERK/ADMINISTRATIVE SERVICES MANAGER 602 E NU $97,687 $124,063 $150,438 46.97 59.65 72.33 

CITY MANAGER 999 E NU ----- ----- ----- '----- '----- '----- 

CITY MANAGER ADMINISTRATIVE ASSISTANT 999 N NU ----- ----- ----- '----- '----- '----- 

CIVIL ENGINEER I 869 E NU $46,661 $59,260 $71,859 22.43 28.49 34.55 

CIVIL ENGINEER II 871 E NU $59,951 $76,138 $92,324 28.82 36.60 44.39 

CIVIL ENGINEER III 872 E NU $70,335 $89,326 $108,316 33.82 42.95 52.08 

CIVIL ENGINEERING MANAGER 924 E NU $82,859 $105,231 $127,602 39.84 50.59 61.35 

CIVIL TRAFFIC WARDEN 527 N NU $31,883 $40,492 $49,100 15.33 19.47 23.61 

CLASSIFICATION AND COMPENSATION ANALYST I 709 N NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

CLASSIFICATION MANAGER 912 E NU $58,128 $73,823 $89,517 27.95 35.49 43.04 

COC PROGRAM COORDINATOR 709 N NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

CODE ENFORCEMENT MANAGER 912 E NU $58,128 $73,823 $89,517 27.95 35.49 43.04 

CODE ENFORCEMENT OFFICER 527 N NU $31,883 $40,492 $49,100 15.33 19.47 23.61 

CODE ENFORCEMENT OFFICER - SENIOR 528 N NU $36,172 $45,939 $55,705 17.39 22.09 26.78 

CODE ENFORCEMENT OFFICER (PLANNING DEPT ONLY) 707 N NU $30,683 $38,968 $47,252 14.75 18.73 22.72 

CODE ENFORCEMENT SUPERVISOR 709 E NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

COLLECTIONS SUPERVISOR 710 E NU $44,304 $56,266 $68,228 21.30 27.05 32.80 

COLLECTIONS SYSTEMS SPECIALIST 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

COMMUNICATIONS 911 GIS SPECIALIST 809 E NU $42,419 $53,873 $65,326 20.39 25.90 31.41 

COMMUNICATIONS AND COMMUNITY RELATIONS PROJECT MANAGER 999 E NU ----- ----- ----- ----- ----- ----- 

COMMUNICATIONS AND MARKETING MANAGER 999 E NU ----- ----- ----- ----- '----- '----- 

COMMUNICATIONS CENTER ADMINISTRATOR 831 E NU $53,571 ----- $76,249 25.76 ----- 36.66 

COMMUNICATIONS DISPATCHER 828 N NU $44,325 ----- $63,045 21.31 ----- 30.31 

COMMUNICATIONS SHIFT SUPERVISOR 829 N NU $47,403 ----- $67,454 22.79 ----- 32.43 

COMMUNICATIONS SYSTEM SPECIALIST 808 N NU $38,469 $48,856 $59,243 18.49 23.49 28.48 

COMMUNITY DEVELOPMENT ADMINISTRATIVE SPECIALIST 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

COMMUNITY DEVELOPMENT ADMINISTRATOR 711 E NU $49,546 $62,924 $76,301 23.82 30.25 36.68 

COMMUNITY DEVELOPMENT COMPLIANCE ANALYST 710 E NU $44,304 $56,266 $68,228 21.30 27.05 32.80 

COMMUNITY DEVELOPMENT CONSTRUCTION SPECIALIST 999 N NU ----- ----- ----- ----- ----- ----- 

COMMUNITY DEVELOPMENT HOUSING ASSISTANT 706 N NU $27,516 $34,946 $42,375 13.23 16.80 20.37 

COMMUNITY DEVELOPMENT MANAGER 912 E NU $58,128 $73,823 $89,517 27.95 35.49 43.04 

COMMUNITY DEVELOPMENT PLANNER 711 E NU $49,546 $62,924 $76,301 23.82 30.25 36.68 

COMMUNITY DEVELOPMENT REHABILITATION ADMINISTRATOR 999 E NU ----- ----- ----- ----- ----- ----- 
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CITY OF LITTLE ROCK 
ALPHABETICAL LISTING OF CLASSIFICATIONS 

  Exemption 

Status 

Union 

Eligibility ANNUAL SALARY RANGE HOURLY RATE OF PAY 

JOB TITLE GRADE E/N NU/U MINIMUM MIDPOINT MAXIMUM MINIMUM MIDPOINT MAXIMUM 

COMMUNITY ENGAGEMENT SPECIALIST 707 N NU $30,683 $38,968 $47,252 14.75 18.73 22.72 

COMMUNITY PROGRAMS DATA COORDINATOR 709 E NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

COMMUNITY PROGRAMS DEVELOPMENT MANAGER 912 E NU $58,128 $73,823 $89,517 27.95 35.49 43.04 

COMMUNITY PROGRAMS OPERATIONS COORDINATOR 710 E NU $44,304 $56,266 $68,228 21.30 27.05 32.80 

COMMUNITY RESOURCES MANAGER 911 E NU $49,546 $62,924 $76,301 23.82 30.25 36.68 

COMMUNITY SERVICES COORDINATOR 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

COMPOST EQUIPMENT OPERATOR 316 N U $33,072 ----- $46,426 15.90 ----- 22.32 

COMPTROLLER 914 E NU $75,326 $95,664 $116,002 36.21 45.99 55.77 

COMPUTER AIDED-DISPATCH (CAD) 911 AND 311 SYSTEMS ANALYST 812 E NU $63,941 $81,205 $98,469 30.74 39.04 47.34 

CONCESSION SUPERVISOR 706 N NU $27,516 $34,946 $42,375 13.23 16.80 20.37 

CONSTRUCTION PROJECT ADMINISTRATOR 710 E NU $44,304 $56,266 $68,228 21.30 27.05 32.80 

CONSTRUCTION PROJECT SCHEDULER 709 N NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

COURT ADMINISTRATOR 911 E NU $49,546 $62,924 $76,301 23.82 30.25 36.68 

COURT SECURITY OFFICER 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

COURT SYSTEMS OPERATIONS COORDINATOR 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

CREW WORKER - SENIOR 313 N U $28,912 ----- $40,560 13.90 ----- 19.50 

CRIME ANALYST 709 E NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

CRIME ANALYST SUPERVISOR 710 E NU $44,304 $56,266 $68,228 21.30 27.05 32.80 

CRIME SCENE SPECIALIST I 528 N NU $36,172 $45,939 $55,705 17.39 22.09 26.78 

CRIME SCENE SPECIALIST II 529 N NU $39,763 $50,499 $61,235 19.12 24.28 29.44 

CRIME SCENE SPECIALIST III 530 N NU $45,504 $57,790 $70,076 21.88 27.78 33.69 

CRIME SCENE SPECIALIST IV 531 N NU $50,746 $64,448 $78,149 24.40 30.98 37.57 

CURATOR 910 N NU $44,304 $56,266 $68,228 21.30 27.05 32.80 

CUSTODIAN - SENIOR 304 N U $28,184 ----- $39,582 13.55 ----- 19.03 

CUSTODIAN II 302 N U $25,334 ----- $35,547 12.18 ----- 17.09 

DATA CENTER ADMINISTRATOR 812 E NU $63,941 $81,205 $98,469 30.74 39.04 47.34 

DEPUTY CITY ATTORNEY 604 E NU $83,858 $106,500 $129,141 40.32 51.20 62.09 

DEPUTY CITY CLERK 710 N NU $44,304 $56,266 $68,228 21.30 27.05 32.80 

DEPUTY COURT CLERK 707 N NU $30,683 $38,968 $47,252 14.75 18.73 22.72 

DEPUTY COURT CLERK - SENIOR 708 E NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

DEPUTY COURT CLERK - SENIOR 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

DEPUTY DIRECTOR OF FINANCE 915 E NU $86,276 $109,571 $132,865 41.48 52.68 63.88 

DEPUTY DIRECTOR OF PARKS 913 E NU $67,185 $85,325 $103,465 32.30 41.02 49.74 

DESIGN REVIEW ENGINEER 872 E NU $70,335 $89,326 $108,316 33.82 42.95 52.08 

DEVELOPMENT ADMINISTRATOR 999 E NU ----- ----- ----- ----- ----- ----- 

DEVELOPMENT MANAGER 912 E NU $58,128 $73,823 $89,517 27.95 35.49 43.04 

DEVELOPMENT SPECIALIST 710 E NU $44,304 $56,266 $68,228 21.30 27.05 32.80 
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JOB TITLE GRADE E/N NU/U MINIMUM MIDPOINT MAXIMUM MINIMUM MIDPOINT MAXIMUM 

DIRECTOR OF 911 COMMUNICATIONS CENTER 999 E NU ----- ----- ----- ----- ----- ----- 

DIRECTOR OF COMMUNITY PROGRAMS 602 E NU $97,687 $124,063 $150,438 46.97 59.65 72.33 

DIRECTOR OF FLEET SERVICES 602 E NU $97,687 $124,063 $150,438 46.97 59.65 72.33 

DIRECTOR OF HOUSING AND NEIGHBORHOOD PROGRAMS 602 E NU $97,687 $124,063 $150,438 46.97 59.65 72.33 

DIRECTOR OF PARKS AND RECREATION 602 E NU $97,687 $124,063 $150,438 46.97 59.65 72.33 

DIRECTOR OF PLANNING AND DEVELOPMENT 602 E NU $97,687 $124,063 $150,438 46.97 59.65 72.33 

DIRECTOR OF PUBLIC WORKS 603 E NU $101,814 $129,304 $156,794 48.95 62.17 75.38 

DIRECTOR OF THE ZOO 602 E NU $97,687 $124,063 $150,438 46.97 59.65 72.33 

DISPATCHER/WORK COORDINATOR 427 N U $31,429 ----- $44,096 15.11 ----- 21.20 

DIVERSITY PROGRAM ASSISTANT 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

DUMP TRUCK OPERATOR (PARKS AND RECREATION) 304 N U $28,184 ----- $39,582 13.55 ----- 19.03 

DUMP TRUCK OPERATOR (PUBLIC WORKS) 325 N U $33,862 ----- $47,570 16.28 ----- 22.87 

EDUCATION CURATOR 710 N NU $44,304 $56,266 $68,228 21.30 27.05 32.80 

ELECTRICAL INSPECTION SUPERVISOR 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

ELECTRICAL INSPECTOR 527 N NU $31,883 $40,492 $49,100 15.33 19.47 23.61 

ELECTRICIAN 999 N U $42,765 ----- $60,008 20.56 ----- 28.85 

ELEPHANT AND HOOFSTOCK SPECIALIST 807 N NU $33,751 $42,864 $51,977 16.23 20.61 24.99 

ELEPHANT CARE TECHNICIAN 306 N U $30,950 ----- $43,472 14.88 ----- 20.90 

EMERGENCY COMMUNICATIONS TRAINER 829 N NU $47,403 ----- $67,454 22.79 ----- 32.43 

EMERGENCY COMMUNICATIONS TRAINING SUPERVISOR 830 E NU $50,480 ----- $71,849 24.27 ----- 34.54 

EMERGENCY MANAGEMENT ADMINISTRATOR 711 E NU $49,546 $62,924 $76,301 23.82 30.25 36.68 

EMERGENCY MANAGEMENT SPECIALIST 710 E NU $44,304 $56,266 $68,228 21.30 27.05 32.80 

EMPLOYMENT SERVICES MANAGER 913 E NU $67,185 $85,325 $103,465 32.30 41.02 49.74 

ENGINEERING SPECIALIST 528 N NU $36,172 $45,939 $55,705 17.39 22.09 26.78 

ENGINEERING SPECIALIST - SENIOR 529 N NU $39,763 $50,499 $61,235 19.12 24.28 29.44 

ENGINEERING TECHNICIAN - SENIOR 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

ENVIRONMENTAL COMPLIANCE ENGINEER 870 E NU $53,607 $68,082 $82,556 25.77 32.73 39.69 

ENVIRONMENTAL COURT ASSISTANT 706 N NU $27,516 $34,946 $42,375 13.23 16.80 20.37 

ENVIRONMENTAL PLANNING MANAGER 712 E NU $58,128 $73,823 $89,517 27.95 35.49 43.04 

EQUIPMENT OPERATOR I 323 N U $31,034 ----- $43,534 14.92 ----- 20.93 

EQUIPMENT OPERATOR III 324 N U $32,427 ----- $45,531 15.59 ----- 21.89 

EQUIPMENT OPERATOR IV (PARKS) 305 N U $29,619 ----- $41,579 14.24 ----- 19.99 

EQUIPMENT OPERATOR IV (STREET OPERATIONS) 325 N U $33,862 ----- $47,570 16.28 ----- 22.87 

EQUIPMENT OPERATOR V 326 N U $35,194 ----- $49,400 16.92 ----- 23.75 

EQUITY PROGRAM MANAGER 712 E NU $58,128 $73,823 $89,517 27.95 35.49 43.04 

EXECUTIVE ASSISTANT TO THE MAYOR 999 N NU ----- ----- ----- '----- '----- '----- 

EXECUTIVE DIRECTOR OF STRATEGIC OPERATIONS 913 E NU $67,185 $85,325 $103,465 32.30 41.02 49.74 
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FACILITY MAINTENANCE COORDINATOR 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

FACILITY SUPERVISOR 711 E NU $49,546 $62,924 $76,301 23.82 30.25 36.68 

FILE CLERK 405 N U $27,019 ----- $37,918 12.99 ----- 18.23 

FINANCE SPECIAL OPERATIONS MANAGER 914 E NU $75,326 $95,664 $116,002 36.21 45.99 55.77 

FINANCIAL SERVICES ASSISTANT (POLICE) 708 E NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

FINANCIAL SYSTEMS ANALYST 711 E NU $49,546 $62,924 $76,301 23.82 30.25 36.68 

FIRE ACCREDITATION/DATA ANALYST 709 E NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

FIRE ADMINISTRATIVE/PAYROLL COORDINATOR 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

FIRE APPARATUS ENGINEER (40 HOUR) 221 N U $66,498 $66,997 $67,496 31.97 32.21 32.45 

FIRE APPARATUS ENGINEER (56 HOUR) 220 N U $63,860 $64,981 $66,102 21.93 22.32 22.70 

FIRE CAPTAIN (40 HOUR) 231 N U $71,094 $74,090 $77,085 34.18 35.62 37.06 

FIRE CAPTAIN (56 HOUR) 230 N U $69,626 $72,552 $75,479 23.91 24.92 25.92 

FIRE CHIEF 603 E NU $101,814 $129,304 $156,794 48.95 62.17 75.38 

FIRE COMMUNICATIONS ADMINISTRATOR 711 E NU $49,546 $62,924 $76,301 23.82 30.25 36.68 

FIRE EQUIPMENT REPAIR COORDINATOR 709 N NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

FIRE PURCHASING SPECIALIST 999 N NU ----- ----- ----- ----- ----- ----- 

FIREFIGHTER (40 HOUR) 211 N U $42,120 $52,042 $61,963 20.25 25.02 29.79 

FIREFIGHTER (56 HOUR) 210 N U $41,205 $50,960 $60,715 14.15 17.50 20.85 

FITNESS CENTER SUPERVISOR 711 E NU $49,546 $62,924 $76,301 23.82 30.25 36.68 

FITNESS SPECIALIST 708 E NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

FLEET ACQUISITIONS AND INVENTORY MANAGER 912 E NU $58,128 $73,823 $89,517 27.95 35.49 43.04 

FLEET ADMINISTRATIVE/SYSTEMS OPERATIONS COORDINATOR 711 E NU $49,546 $62,924 $76,301 23.82 30.25 36.68 

FLEET ASSET SPECIALIST 709 N NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

FLEET FINANCIAL MANAGER 911 E NU $49,546 $62,924 $76,301 23.82 30.25 36.68 

FLEET MASTER SCHEDULER AND SYSTEMS SPECIALIST 709 E NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

FLEET PARTS CLERK 405 N U $27,019 ----- $37,918 12.99 ----- 18.23 

FLEET PARTS CLERK - SENIOR 707 N NU $30,683 $38,968 $47,252 14.75 18.73 22.72 

FLEET PROCUREMENT AND INVENTORY PLANNER 710 E NU $44,304 $56,266 $68,228 21.30 27.05 32.80 

FLEET PROCUREMENT SPECIALIST 710 E NU $44,304 $56,266 $68,228 21.30 27.05 32.80 

FLEET SERVICE ADVISOR 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

FLEET SERVICE CENTER SUPERVISOR 711 E NU $49,546 $62,924 $76,301 23.82 30.25 36.68 

FOIA COORDINATOR 999 N NU ----- ----- ----- ----- ----- ----- 

FUEL SYSTEM TECHNICIAN 406 N U $28,184 ----- $39,603 13.55 ----- 19.04 

FUEL SYSTEMS SPECIALIST 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

GENERAL CURATOR 913 E NU $67,185 $85,325 $103,465 32.30 41.02 49.74 

GIS ANALYST - SENIOR 810 E NU $48,734 $61,893 $75,051 23.43 29.76 36.08 

GIS PROGRAMMER ANALYST 810 E NU $48,734 $61,893 $75,051 23.43 29.76 36.08 
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GOLF COURSE SUPERINTENDENT 710 N NU $44,304 $56,266 $68,228 21.30 27.05 32.80 

GRANTS COORDINATOR 712 E NU $58,128 $73,823 $89,517 27.95 35.49 43.04 

GRANTS MANAGER 913 E NU $67,185 $85,325 $103,465 32.30 41.02 49.74 

GRAPHICS - GIS TECHNICIAN 411 N U $35,547 ----- $49,858 17.09 ----- 23.97 

GRAPHICS SUPPORT SPECIALIST 707 N NU $30,683 $38,968 $47,252 14.75 18.73 22.72 

HEALTH AND WELLNESS PROGRAM COORDINATOR 710 E NU $44,304 $56,266 $68,228 21.30 27.05 32.80 

HELPDESK SUPPORT SPECIALIST - SENIOR 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

HOMELESS SERVICES ADVOCATE 999 E NU ----- ----- ----- '----- '----- '----- 

HORTICULTURIST 710 E NU $44,304 $56,266 $68,228 21.30 27.05 32.80 

HOUSING DEMOLITION AND SPECIAL PROJECT SUPERVISOR 528 N NU $36,172 $45,939 $55,705 17.39 22.09 26.78 

HUMAN RESOURCES SPECIALIST 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

HUMAN RESOURCES SYSTEMS COORDINATOR 709 N NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

HUMAN RESOURCES TECHNICIAN II 707 N NU $30,683 $38,968 $47,252 14.75 18.73 22.72 

HVAC MECHANIC 359 N U $39,832 ----- $55,910 19.15 ----- 26.88 

HVAC MECHANIC - SENIOR 999 N NU ----- ----- ----- '----- '----- '----- 

INFORMATION SYSTEMS COORDINATOR 710 E NU $44,304 $56,266 $68,228 21.30 27.05 32.80 

INTERNAL AUDITOR 711 E NU $49,546 $62,924 $76,301 23.82 30.25 36.68 

IT ENTERPRISE RESOURCE PLANNING SYSTEM ADMINISTRATOR 999 E NU ----- ----- ----- '----- '----- '----- 

IT OPERATIONS MANAGER 923 E NU $73,904 $93,858 $113,812 35.53 45.12 54.72 

IT SUPPORT SPECIALIST 808 N NU $38,469 $48,856 $59,243 18.49 23.49 28.48 

IT SUPPORT SUPERVISOR 810 E NU $48,734 $61,893 $75,051 23.43 29.76 36.08 

KENNEL ASSISTANT 303 N U $26,790 ----- $37,606 12.88 '----- 18.08 

LABOR AND EMPLOYEE RELATIONS MANAGER 913 E NU $67,185 $85,325 $103,465 32.30 41.02 49.74 

LABOR RELATIONS ANALYST I 709 E NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

LABOR RELATIONS ANALYST II 710 E NU $44,304 $56,266 $68,228 21.30 27.05 32.80 

LABORER (STREET OPERATIONS) 311 N U $26,062 ----- $36,566 12.53 ----- 17.58 

LAND SURVEYOR 809 N NU $42,419 $53,873 $65,326 20.39 25.90 31.41 

LANDFILL MAINTENANCE REPAIR SPECIALIST 329 N U $40,456 ----- $56,805 19.45 ----- 27.31 

LANDFILL OPERATOR A 325 N U $33,862 ----- $47,570 16.28 ----- 22.87 

LANDFILL OPERATOR B 327 N U $36,629 ----- $51,397 17.61 ----- 24.71 

LANDFILL SUPERVISOR 710 E NU $44,304 $56,266 $68,228 21.30 27.05 32.80 

LANDSCAPE SPECIALIST 708 E NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

LATENT PRINT EXAMINER 869 N NU $46,661 $59,260 $71,859 22.43 28.49 34.55 

LAW OFFICE ADMINISTRATIVE COORDINATOR 709 N NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

LEADER (PARKS AND RECREATION) 305 N U $29,619 ----- $41,579 14.24 ----- 19.99 

LEADER (PUBLIC WORKS) 325 N U $33,862 ----- $47,570 16.28 ----- 22.87 

LITTLE ROCK MARATHON ASSISTANT MANAGER 999 E NU ----- ----- ----- '----- '----- '----- 
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LITTLE ROCK MARATHON MANAGER 999 E NU ----- ----- ----- '----- '----- '----- 

MARATHON ASSISTANT 706 N NU $27,516 $34,946 $42,375 13.23 16.80 20.37 

MARATHON SECURITY AND OPERATIONS ASSISTANT 709 E NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

MAYOR 999 E NU ----- ----- ----- '----- '----- '----- 

MAYOR'S CHIEF OF STAFF 999 E NU ----- ----- ----- '----- '----- '----- 

MECHANICAL INSPECTION SUPERVISOR 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

MECHANICAL INSPECTOR 527 N NU $31,883 $40,492 $49,100 15.33 19.47 23.61 

MEMBERSHIP SERVICES SPECIALIST 707 N NU $30,683 $38,968 $47,252 14.75 18.73 22.72 

METER REPAIR WORKER I 314 N U $30,306 ----- $42,536 14.57 ----- 20.45 

METER REPAIR WORKER II 315 N U $31,741 ----- $44,533 15.26 ----- 21.41 

MOBILE DEVICE ANALYST 812 E NU $63,941 $81,205 $98,469 30.74 39.04 47.34 

MULTICULTURAL LIAISON 710 E NU $44,304 $56,266 $68,228 21.30 27.05 32.80 

MULTICULTURAL LIAISON ASSISTANT 707 N NU $30,683 $38,968 $47,252 14.75 18.73 22.72 

MUSEUM PROGRAM ASSISTANT 707 N NU $30,683 $38,968 $47,252 14.75 18.73 22.72 

MUSEUM SUPERVISOR 710 E NU $44,304 $56,266 $68,228 21.30 27.05 32.80 

NEIGHBORHOOD RESOURCE CENTER COORDINATOR 708 E NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

NEIGHBORHOOD RESOURCE CENTER OPERATIONS SUPERVISOR 909 E NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

NEIGHBORHOOD RESOURCE SPECIALIST 707 N NU $30,683 $38,968 $47,252 14.75 18.73 22.72 

NEIGHBORHOOD WATCH AND PUBLIC AFFAIRS COORDINATOR 710 N NU $44,304 $56,266 $68,228 21.30 27.05 32.80 

NETWORK ANALYST 811 E NU $54,501 $69,216 $83,931 26.20 33.28 40.35 

NETWORK COORDINATOR - SENIOR 810 E NU $48,734 $61,893 $75,051 23.43 29.76 36.08 

NETWORK ENGINEER 812 E NU $63,941 $81,205 $98,469 30.74 39.04 47.34 

NETWORK SECURITY ANALYST 812 E NU $63,941 $81,205 $98,469 30.74 39.04 47.34 

NETWORK SECURITY MANAGER 923 E NU $73,904 $93,858 $113,812 35.53 45.12 54.72 

OFFICE ASSISTANT I 403 N U $25,022 ----- $35,090 12.03 ----- 16.87 

OFFICE ASSISTANT I (NON-UNION ELIGIBLE) 703 N NU $21,012 $26,685 $32,358 10.10 12.83 15.56 

OFFICE ASSISTANT II 405 N U $27,019 ----- $37,918 12.99 ----- 18.23 

OFFICE ASSISTANT II (NON-UNION ELIGIBLE) 704 N NU $22,755 $28,899 $35,043 10.94 13.89 16.85 

OFFICE ASSISTANT II (SOLID WASTE) 445 N U $31,262 ----- $43,930 15.03 ----- 21.12 

OFFICE ASSISTANT II (STREET OPERATIONS) 425 N U $29,162 ----- $40,976 14.02 ----- 19.70 

OFFICE ASSISTANT III 706 N NU $27,516 $34,946 $42,375 13.23 16.80 20.37 

ON-BOARDING COORDINATOR 709 N NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

PARALEGAL 710 E NU $44,304 $56,266 $68,228 21.30 27.05 32.80 

PARK RANGER/VOLUNTEER PROGRAMS COORDINATOR 711 N NU $49,546 $62,924 $76,301 23.82 30.25 36.68 

PARKING ENFORCEMENT COORDINATOR 909 E NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

PARKING ENFORCEMENT TECHNICIAN 505 N NU $25,525 $32,417 $39,309 12.27 15.59 18.90 

PARKS COMMUNICATIONS & MARKETING COORDINATOR 710 E NU $44,304 $56,266 $68,228 21.30 27.05 32.80 
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PARKS CONSTRUCTION WORKER I 306 N U $30,950 ----- $43,472 14.88 ----- 20.90 

PARKS CONSTRUCTION WORKER II 308 N U $33,862 ----- $47,528 16.28 ----- 22.85 

PARKS DESIGN MANAGER 912 E NU $58,128 $73,823 $89,517 27.95 35.49 43.04 

PARKS LANDSCAPE SUPERINTENDENT 710 N NU $44,304 $56,266 $68,228 21.30 27.05 32.80 

PARKS MAINTENANCE AND CONSTRUCTION MANAGER 912 E NU $58,128 $73,823 $89,517 27.95 35.49 43.04 

PARKS MAINTENANCE MANAGER 912 E NU $58,128 $73,823 $89,517 27.95 35.49 43.04 

PARKS MAINTENANCE WORKER 303 N U $26,790 ----- $37,606 12.88 ----- 18.08 

PARKS MAINTENANCE WORKER - SENIOR 304 N U $28,184 ----- $39,582 13.55 ----- 19.03 

PARKS PLANNER II 710 E NU $44,304 $56,266 $68,228 21.30 27.05 32.80 

PARKS REVENUE COMPLIANCE ANALYST 709 E NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

PAYROLL MANAGER 713 E NU $67,185 $85,325 $103,465 32.30 41.02 49.74 

PAYROLL SPECIALIST 709 N NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

PERFORMANCE AND INNOVATION COORDINATOR 999 E NU ----- ----- ----- '----- '----- '----- 

PERMIT TECHNICIAN 707 N NU $30,683 $38,968 $47,252 14.75 18.73 22.72 

PERMITS SUPERVISOR 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

PLANNER 709 E NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

PLANNING DOCUMENT TECHNICIAN 707 N NU $30,683 $38,968 $47,252 14.75 18.73 22.72 

PLANNING MANAGER 912 E NU $58,128 $73,823 $89,517 27.95 35.49 43.04 

PLANS DEVELOPMENT ADMINISTRATOR 710 E NU $44,304 $56,266 $68,228 21.30 27.05 32.80 

PLANS EXAMINER 710 E NU $44,304 $56,266 $68,228 21.30 27.05 32.80 

PLUMBER 999 N U $42,765 ----- $60,008 20.56 ----- 28.85 

PLUMBING AND GAS INSPECTION SUPERVISOR 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

PLUMBING AND GAS INSPECTOR 527 N NU $31,883 $40,492 $49,100 15.33 19.47 23.61 

POLICE AUTOMOTIVE/EQUIPMENT MAINTENANCE COORDINATOR - SENIOR 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

POLICE CAMERA SYSTEMS NETWORK COORDINATOR 809 E NU $42,419 $53,873 $65,326 20.39 25.90 31.41 

POLICE LIEUTENANT 130 E NU $61,083 $76,354 $91,625 29.37 36.71 44.05 

POLICE MAJOR 140 E NU $70,599 $88,249 $105,899 33.94 42.43 50.91 

POLICE MEDIA RELATIONS SPECIALIST 710 N NU $44,304 $56,266 $68,228 21.30 27.05 32.80 

POLICE OFFICER 110 N U $44,637 $56,274 $67,912 21.46 27.06 32.65 

POLICE PAYROLL COORDINATOR 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

POLICE PAYROLL SPECIALIST 707 N NU $30,683 $38,968 $47,252 14.75 18.73 22.72 

POLICE RECORDS SPECIALIST 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

POLICE RECRUIT 110 N U $44,637 $56,274 $67,912 21.46 27.06 32.65 

POLICE SERGEANT 120 N U $69,784 $72,561 $75,338 33.55 34.89 36.22 

POLICE SOCIAL WORKER 999 E NU ----- ----- ----- ----- ----- ----- 

POLICE SUBPOENA TECHNICIAN 405 N U $27,019 ----- $37,918 12.99 ----- 18.23 

POLICY ANALYST 999 E NU ----- ----- ----- ----- ----- ----- 
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POSITIVE INTERVENTION AND TRANSITION (PIT) COORDINATOR 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

PRINTING SERVICES SUPERVISOR 509 N NU $39,163 $49,737 $60,311 18.83 23.91 29.00 

PRINTING TECHNICIAN I 403 N U $25,022 ----- $35,090 12.03 ----- 16.87 

PRINTING TECHNICIAN II 405 N U $27,019 ----- $37,918 12.99 ----- 18.23 

PROBATION ASSISTANT 706 N NU $27,516 $34,946 $42,375 13.23 16.80 20.37 

PROBATION OFFICER 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

PROBATION OFFICER - SENIOR 710 N NU $44,304 $56,266 $68,228 21.30 27.05 32.80 

PROBATION OFFICER - SENIOR (ENVIRONMENTAL COURT) 910 N NU $44,304 $56,266 $68,228 21.30 27.05 32.80 

PROCUREMENT DATA ANALYST 710 E NU $44,304 $56,266 $68,228 21.30 27.05 32.80 

PROCUREMENT MANAGER 914 E NU $75,326 $95,664 $116,002 36.21 45.99 55.77 

PROGRAM GRANT ADMINISTRATOR 999 E NU ----- ----- ----- ----- ----- ----- 

PROGRAM MONITOR 709 N NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

PROGRAMMER ANALYST 811 E NU $54,501 $69,216 $83,931 26.20 33.28 40.35 

PROJECTS AND ADDRESSING SPECIALIST 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

PROPERTY AND EVIDENCE SUPERVISOR 509 N NU $39,163 $49,737 $60,311 18.83 23.91 29.00 

PROPERTY AND EVIDENCE TECHNICIAN 507 N NU $31,283 $39,730 $48,176 15.04 19.10 23.16 

PUBLIC SAFETY APPLICATIONS DEVELOPMENT MANAGER 923 E NU $73,904 $93,858 $113,812 35.53 45.12 54.72 

PUBLIC WORKS MAINTENANCE WORKER 324 N U $32,427 ----- $45,531 15.59 ----- 21.89 

PUBLIC WORKS OPERATIONS COORDINATOR 711 E NU $49,546 $62,924 $76,301 23.82 30.25 36.68 

PUBLIC WORKS OPERATIONS MANAGER 923 E NU $73,904 $93,858 $113,812 35.53 45.12 54.72 

PUBLIC WORKS SERVICES REPRESENTATIVE 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

RECORDS COMPLIANCE SPECIALIST 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

RECORDS SUPERVISOR 709 E NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

RECREATION FACILITY SUPERVISOR 710 E NU $44,304 $56,266 $68,228 21.30 27.05 32.80 

RECREATION PROGRAMMER 707 N NU $30,683 $38,968 $47,252 14.75 18.73 22.72 

RECREATION PROGRAMMER - SENIOR 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

RECREATION PROGRAMS COORDINATOR 711 E NU $49,546 $62,924 $76,301 23.82 30.25 36.68 

RECYCLING & SUSTAINABILITY PROGRAM EDUCATOR 710 E NU $44,304 $56,266 $68,228 21.30 27.05 32.80 

REDEVELOPMENT ADMINISTRATOR 999 E NU ----- ----- ----- '----- '----- '----- 

RE-ENTRY PROGRAM COORDINATOR 710 E NU $44,304 $56,266 $68,228 21.30 27.05 32.80 

REFUSE COLLECTOR 322 N U $29,578 ----- $41,496 14.22 ----- 19.95 

RESOURCE SPECIALIST 707 N NU $30,683 $38,968 $47,252 14.75 18.73 22.72 

REVENUE COLLECTOR 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

RIVER MARKET & DOWNTOWN SVCS MAINTENANCE WORKER 305 N U $29,619 ----- $41,579 14.24 ----- 19.99 

SAFETY AND TRAINING COORDINATOR 709 E NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

SAFETY/LOSS CONTROL SPECIALIST 710 E NU $44,304 $56,266 $68,228 21.30 27.05 32.80 

SCALE HOUSE OPERATIONS SUPERVISOR 709 E NU $38,563 $48,975 $59,387 18.54 23.55 28.55 
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SCHEDULER - CONTROLLER 528 N NU $36,172 $45,939 $55,705 17.39 22.09 26.78 

SCHEDULING COORDINATOR 711 E NU $49,546 $62,924 $76,301 23.82 30.25 36.68 

SECRETARY - EXECUTIVE 707 N NU $30,683 $38,968 $47,252 14.75 18.73 22.72 

SENIOR ACCOUNTANT 712 E NU $58,128 $73,823 $89,517 27.95 35.49 43.04 

SENIOR ADVISOR TO THE MAYOR AND CHIEF STRATEGY OFFICER 999 E NU ----- ----- ----- ----- ----- ----- 

SENIOR BUDGET & MANAGEMENT ANALYST 712 E NU $58,128 $73,823 $89,517 27.95 35.49 43.04 

SENIOR BUYER 711 E NU $49,546 $62,924 $76,301 23.82 30.25 36.68 

SENIOR EMPLOYMENT SERVICES ANALYST 711 E NU $49,546 $62,924 $76,301 23.82 30.25 36.68 

SENIOR FLEET MANAGER 913 E NU $67,185 $85,325 $103,465 32.30 41.02 49.74 

SENIOR FLEET PROCUREMENT AND INVENTORY PLANNER 711 E NU $49,546 $62,924 $76,301 23.82 30.25 36.68 

SENIOR INTERNAL AUDITOR 712 E NU $58,128 $73,823 $89,517 27.95 35.49 43.04 

SENIOR LABOR RELATIONS ANALYST 711 E NU $49,546 $62,924 $76,301 23.82 30.25 36.68 

SIGN MAINTENANCE WORKER 312 N U $27,456 ----- $38,501 13.20 ----- 18.51 

SIGNAL REPAIR TECHNICIAN 414 N U $40,248 ----- $56,472 19.35 ----- 27.15 

SIGNAL REPAIR TECHNICIAN - SENIOR 463 N U $42,286 ----- $59,363 20.33 ----- 28.54 

SKILLED LABORER 314 N U $30,306 ----- $42,536 14.57 ----- 20.45 

SMALL BUSINESS DEVELOPMENT COORDINATOR 709 N NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

SMALL BUSINESS DEVELOPMENT COORDINATOR FINANCE 712 E NU $58,128 $73,823 $89,517 27.95 35.49 43.04 

SOFTWARE ENGINEER 812 E NU $63,941 $81,205 $98,469 30.74 39.04 47.34 

SOLID WASTE COLLECTION SUPERVISOR 712 E NU $58,128 $73,823 $89,517 27.95 35.49 43.04 

SOLID WASTE COMPLIANCE AND MAPPING SPECIALIST 709 E NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

SOLID WASTE ENGINEER II 871 E NU $59,951 $76,138 $92,324 28.82 36.60 44.39 

SOLID WASTE EQUIPMENT OPERATOR I 324 N U $32,427 ----- $45,531 15.59 ----- 21.89 

SOLID WASTE EQUIPMENT OPERATOR II 325 N U $33,862 ----- $47,570 16.28 ----- 22.87 

SOLID WASTE EQUIPMENT OPERATOR III 326 N U $35,194 ----- $49,400 16.92 ----- 23.75 

SOLID WASTE INSPECTOR 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

SOLID WASTE SERVICES MANAGER 913 E NU $67,185 $85,325 $103,465 32.30 41.02 49.74 

SPECIAL EVENTS COORDINATOR 709 E NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

SPECIAL PROGRAMS COORDINATOR 711 E NU $49,546 $62,924 $76,301 23.82 30.25 36.68 

SPECIAL PROGRAMS COORDINATOR 911 E NU $49,546 $62,924 $76,301 23.82 30.25 36.68 

SPECIAL PROJECT ANALYST 999 N NU ----- ----- ----- '----- '----- '----- 

SPECIAL PROJECTS ADMINISTRATOR 999 E NU ----- ----- ----- '----- '----- '----- 

STREET MAINTENANCE SUPERINTENDENT 711 E NU $49,546 $62,924 $76,301 23.82 30.25 36.68 

STREET REPAIR SPECIALIST 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

SUBPOENA CLERK 707 N NU $30,683 $38,968 $47,252 14.75 18.73 22.72 

SUPERVISOR I 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

SUPERVISOR II 709 E NU $38,563 $48,975 $59,387 18.54 23.55 28.55 
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CITY OF LITTLE ROCK 
ALPHABETICAL LISTING OF CLASSIFICATIONS 

  Exemption 

Status 

Union 

Eligibility ANNUAL SALARY RANGE HOURLY RATE OF PAY 

JOB TITLE GRADE E/N NU/U MINIMUM MIDPOINT MAXIMUM MINIMUM MIDPOINT MAXIMUM 

SUPPORT SERVICES SPECIALIST 709 N NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

SUSTAINABILITY OFFICER 911 E NU $49,546 $62,924 $76,301 23.82 30.25 36.68 

TELEPHONE REPORT CLERK 405 N U $27,019 ----- $37,918 12.99 ----- 18.23 

TELEPHONE REPORT CLERK/POLICE CADET 405 N U $27,019 ----- $37,918 12.99 ----- 18.23 

THERAPEUTIC RECREATION PROGRAM COORDINATOR 711 E NU $49,546 $62,924 $76,301 23.82 30.25 36.68 

THERAPEUTIC RECREATION SPECIALIST 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

TIRE AND LUBRICATION TECHNICIAN II 305 N U $29,619 ----- $41,579 14.24 ----- 19.99 

TRAFFIC DATA ANALYST 809 E NU $42,419 $53,873 $65,326 20.39 25.90 31.41 

TRAFFIC ENGINEER - TRAINEE 868 E NU $42,316 $53,742 $65,167 20.34 25.84 31.33 

TRAFFIC ENGINEER I 869 E NU $46,661 $59,260 $71,859 22.43 28.49 34.55 

TRAFFIC ENGINEER II 871 E NU $59,951 $76,138 $92,324 28.82 36.60 44.39 

TRAFFIC ENGINEERING MANAGER 924 E NU $82,859 $105,231 $127,602 39.84 50.59 61.35 

TRAFFIC PROGRAMS SUPERVISOR 709 E NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

TRAFFIC SAFETY OFFICER 527 N NU $31,883 $40,492 $49,100 15.33 19.47 23.61 

TRAFFIC SIGN FABRICATOR 314 N U $30,306 ----- $42,536 14.57 ----- 20.45 

TRAFFIC SIGNAL APPRENTICE 356 N U $34,070 ----- $47,819 16.38 ----- 22.99 

TRAFFIC SIGNAL TECHNICIAN I 412 N U $36,982 ----- $51,958 17.78 ----- 24.98 

TRAFFIC SIGNAL TECHNICIAN II 413 N U $38,438 ----- $53,955 18.48 ----- 25.94 

TRAFFIC SIGNALS SUPERVISOR 811 N NU $54,501 $69,216 $83,931 26.20 33.28 40.35 

TRAFFIC SYSTEMS MANAGER 872 E NU $70,335 $89,326 $108,316 33.82 42.95 52.08 

TRAFFIC SYSTEMS SPECIALIST 810 N NU $48,734 $61,893 $75,051 23.43 29.76 36.08 

TRAFFIC TECHNICIAN I 407 N U $29,307 ----- $41,122 14.09 ----- 19.77 

TRAFFIC TECHNICIAN II 411 N U $35,547 ----- $49,858 17.09 ----- 23.97 

TRAILS COORDINATOR 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

TRANSCRIPTIONIST 407 N U $29,307 ----- $41,122 14.09 ----- 19.77 

TRANSPORTATION CODE COORDINATOR 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

TREASURY ASSISTANT 707 N NU $30,683 $38,968 $47,252 14.75 18.73 22.72 

TREASURY MANAGER 913 E NU $67,185 $85,325 $103,465 32.30 41.02 49.74 

TREASURY OPERATIONS ANALYST 710 E NU $44,304 $56,266 $68,228 21.30 27.05 32.80 

TREASURY SPECIALIST 709 N NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

URBAN DESIGNER 711 E NU $49,546 $62,924 $76,301 23.82 30.25 36.68 

URBAN FORESTER 710 E NU $44,304 $56,266 $68,228 21.30 27.05 32.80 

VEHICLE STORAGE ATTENDANT - LEAD 304 N U $28,184 ----- $39,582 13.55 ----- 19.03 

VEHICLE STORAGE ATTENDANT I 303 N U $26,790 ----- $37,606 12.88 ----- 18.08 

VEHICLE STORAGE ATTENDANT II 305 N U $29,619 ----- $41,579 14.24 ----- 19.99 

VEHICLE STORAGE AUCTION SUPERVISOR 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

VEHICLE STORAGE AUCTION TECHNICIAN 707 N NU $30,683 $38,968 $47,252 14.75 18.73 22.72 
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CITY OF LITTLE ROCK 
ALPHABETICAL LISTING OF CLASSIFICATIONS 

  Exemption 

Status 

Union 

Eligibility ANNUAL SALARY RANGE HOURLY RATE OF PAY 

JOB TITLE GRADE E/N NU/U MINIMUM MIDPOINT MAXIMUM MINIMUM MIDPOINT MAXIMUM 

VEHICLE STORAGE FACILITY MANAGER 912 E NU $58,128 $73,823 $89,517 27.95 35.49 43.04 

VETERINARIAN 999 E NU ----- ----- ----- '----- '----- '----- 

VICTIM SERVICES SPECIALIST 999 N NU ----- ----- ----- '----- '----- '----- 

VICTIM SERVICES SUPERVISOR 999 E NU ----- ----- ----- '----- '----- '----- 

VICTIM SERVICES VOLUNTEER PROGRAM COORDINATOR 999 E NU ----- ----- ----- '----- '----- '----- 

VIDEO PRODUCTION TECHNICIAN 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

VISTA PROGRAM SPECIALIST 709 N NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

VOICE AND DATA COMMMUNICATIONS ANALYST 999 E NU ----- ----- ----- '----- '----- '----- 

WARRANTS SPECIALIST 707 N NU $30,683 $38,968 $47,252 14.75 18.73 22.72 

WEB DEVELOPMENT COORDINATOR 811 E NU $54,501 $69,216 $83,931 26.20 33.28 40.35 

WELDER 309 N U $36,213 ----- $50,814 17.41 ----- 24.43 

ZONING AND ENFORCEMENT ADMINISTRATOR 711 E NU $49,546 $62,924 $76,301 23.82 30.25 36.68 

ZOO ADMINISTRATIVE/PROCUREMENT COORDINATOR 709 N NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

ZOO ANIMAL REGISTRAR AND WELFARE COORDINATOR 709 N NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

ZOO CAFÉ SUPERVISOR 707 N NU $30,683 $38,968 $47,252 14.75 18.73 22.72 

ZOO COMMISSARY/NIGHT TECHNICIAN 305 N U $29,619 ----- $41,579 14.24 ------ 19.99 

ZOO CONSERVATION COORDINATOR 999 E NU ----- ----- ----- ----- ----- ----- 

ZOO DEVELOPMENT AND MARKETING COORDINATOR 710 E NU $44,304 $56,266 $68,228 21.30 27.05 32.80 

ZOO DEVELOPMENT SPECIALIST 710 E NU $44,304 $56,266 $68,228 21.30 27.05 32.80 

ZOO EDUCATION MANAGER 912 E NU $58,128 $73,823 $89,517 27.95 35.49 43.04 

ZOO EDUCATION PROGRAMS COORDINATOR 708 E NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

ZOO EDUCATION VOLUNTEER ASSISTANT 707 N NU $30,683 $38,968 $47,252 14.75 18.73 22.72 

ZOO FACILITIES LANDSCAPE AND IRRIGATION SUPERVISOR 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

ZOO FACILITIES OPERATIONS MANAGER 912 E NU $58,128 $73,823 $89,517 27.95 35.49 43.04 

ZOO FACILITIES PROJECTS SUPERVISOR 709 N NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

ZOO GUEST SERVICES ASSISTANT MANAGER 709 N NU $38,563 $48,975 $59,387 18.54 23.55 28.55 

ZOO GUEST SERVICES MANAGER 912 E NU $58,128 $73,823 $89,517 27.95 35.49 43.04 

ZOO GUEST SERVICES SUPERVISOR 707 N NU $30,683 $38,968 $47,252 14.75 18.73 22.72 

ZOO HOSPITAL VETERINARY TECHNICIAN 708 N NU $34,972 $44,415 $53,857 16.81 21.35 25.89 

ZOO LANDSCAPE WORKER 304 N U $28,184 ----- $39,582 13.55 ----- 19.03 

ZOO MAINTENANCE WORKER I 306 N U $30,950 ----- $43,472 14.88 ----- 20.90 

ZOO MAINTENANCE WORKER II 308 N U $33,862 ----- $47,528 16.28 ----- 22.85 

ZOO MARKETING COORDINATOR 710 E NU $44,304 $56,266 $68,228 21.30 27.05 32.80 

999 designates classifications for which no grade is assigned. 
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c. Pay Tables 

 

POLICE OFFICER 

                          

GRADE  STEP    HOURLY   BIWEEKLY   MONTHLY   ANNUALLY  

                          

110  STEP 1  BASE  $20.5923   $1,647.38   $3,569.33   $42,832.00  

   ENTRY  HOLIDAY   $0.8678   $69.42   $150.42   $1,805.00  

     TOTAL  $21.4600   $1,716.80   $3,719.73   $44,636.80  

                          

110  STEP 2  BASE  $21.8394   $1,747.15   $3,785.50   $45,426.00  

   1 YEAR  HOLIDAY   $0.9207   $73.65   $159.58   $1,915.00  

     TOTAL  $22.7600   $1,820.80   $3,945.07   $47,340.80  

                          

110  STEP 3  BASE  $23.3654   $1,869.23   $4,050.00   $48,600.00  

   2 YEARS  HOLIDAY   $0.9846   $78.77   $170.67   $2,048.00  

     TOTAL  $24.3500   $1,948.00   $4,220.67   $50,648.00  

                          

110  STEP 4  BASE  $24.8909   $1,991.27   $4,314.42   $51,773.00  

   3 YEARS  HOLIDAY   $1.0490   $83.92   $181.83   $2,182.00  

     TOTAL  $25.9400   $2,075.20   $4,496.27   $53,955.20  

                          

110  STEP 5  BASE  $26.4072   $2,112.58   $4,577.25   $54,927.00  

   4 YEARS  HOLIDAY   $1.1130   $89.04   $192.92   $2,315.00  

     TOTAL  $27.5200   $2,201.60   $4,770.13   $57,241.60  

                          

110  STEP 6  BASE  $28.6428   $2,291.42   $4,964.75   $59,577.00  

   6 YEARS  HOLIDAY   $1.2072   $96.58   $209.25   $2,511.00  

     TOTAL  $29.8500   $2,388.00   $5,174.00   $62,088.00  

                          

110  STEP 7  BASE  $31.3298   $2,506.38   $5,430.50   $65,166.00  

   8 YEARS  HOLIDAY   $1.3202   $105.62   $228.83   $2,746.00  

     TOTAL  $32.6500   $2,612.00   $5,659.33   $67,912.00  
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POLICE SERGEANT 

                          

GRADE  STEP    HOURLY   BIWEEKLY   MONTHLY   ANNUALLY  

                          

120  STEP 1  BASE  $32.1933   $2,575.46   $5,580.17   $66,962.00  

   ENTRY  HOLIDAY   $1.3567   $108.54   $235.17   $2,822.00  

     TOTAL  $33.5500   $2,684.00   $5,815.33   $69,784.00  

                          

120  STEP 2  BASE  $33.0856   $2,646.85   $5,734.83   $68,818.00  

   1 YEAR  HOLIDAY   $1.3942   $111.54   $241.67   $2,900.00  

     TOTAL  $34.4800   $2,758.40   $5,976.53   $71,718.40  

                          

120  STEP 3  BASE  $33.9106   $2,712.85   $5,877.83   $70,534.00  

   2 YEARS  HOLIDAY   $1.4293   $114.35   $247.75   $2,973.00  

     TOTAL  $35.3400   $2,827.20   $6,125.60   $73,507.20  

                          

120  STEP 4  BASE  $34.7553   $2,780.42   $6,024.25   $72,291.00  

   3 YEARS  HOLIDAY   $1.4649   $117.19   $253.92   $3,047.00  

     TOTAL  $36.2200   $2,897.60   $6,278.13   $75,337.60  
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2022 POLICE NON-UNION ELIGIBLE SALARY RANGES 

 

 
POLICE LIEUTENANT 

 
 

 
GRADE 

 
MIN/MAX  

  
HOURLY  

 
BIWEEKLY  

 
MONTHLY  

 
ANNUALLY  

130 MINIMUM  BASE $28.1793 $2,254.35 $4,884.42 $58,613.00 
  HOLIDAY  $1.1875 $95.00 $205.83 $2,470.00 

  TOTAL $29.3668 $2,349.35 $5,090.25 $61,083.00 

 MIDPOINT  $36.7087 $2,936.69 $6,362.83 $76,354.00 

  
MAXIMUM  

 
BASE 

 
$42.2692 

 
$3,381.54 

 
$7,326.67 

 
$87,920.00 

  HOLIDAY  $1.7813 $142.50 $308.75 $3,705.00 
  TOTAL $44.0505 $3,524.04 $7,635.42 $91,625.00 
 

 

 
POLICE CAPTAIN 

 
 

 
GRADE 

 
MIN/MAX  

  
HOURLY  

 
BIWEEKLY  

 
MONTHLY  

 
ANNUALLY  

140 MINIMUM  BASE $32.5692 $2,605.54 $5,645.33 $67,744.00 
  HOLIDAY  $1.3726 $109.81 $237.92 $2,855.00 

  TOTAL $33.9418 $2,715.35 $5,883.25 $70,599.00 

 MIDPOINT  $42.4274 $3,394.19 $7,354.08 $88,249.00 

  
MAXIMUM  

 
BASE 

 
$48.8538 

 
$3,908.31 

 
$8,468.00 

 
$101,616.00 

  HOLIDAY  $2.0591 $164.73 $356.92 $4,283.00 
  TOTAL $50.9130 $4,073.04 $8,824.92 $105,899.00 
 

 
 

 
ASSISTANT POLICE CHIEF 

 
 

 
GRADE 

 
MIN/MAX  

  
HOURLY  

 
BIWEEKLY  

 
MONTHLY  

 
ANNUALLY  

150 MINIMUM  BASE $40.8284 $3,266.27 $7,076.92 $84,923.00 
  HOLIDAY  $1.7207 $137.65 $298.25 $3,579.00 

  TOTAL $42.5490 $3,403.92 $7,375.17 $88,502.00 

 MIDPOINT  $53.1865 $4,254.92 $9,219.00 $110,628.00 

  
MAXIMUM  

 
BASE 

 
$61.2423 

 
$4,899.38 

 
$10,615.33 

 
$127,384.00 

  HOLIDAY  $2.5813 $206.50 $447.42 $5,369.00 
  TOTAL $63.8236 $5,105.88 $11,062.75 $132,753.00 
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FIREFIGHTER (56 HOUR)  

 
GRADE 

 
STEP 

  
HOURLY  

 
BIWEEKLY  

 
MONTHLY  

 
ANNUALLY  

210 STEP 1 BASE $13.5780 $1,520.73 $3,294.92 $39,539.00 
 ENTRY HOLIDAY  $0.5721 $64.08 $138.83 $1,666.00 
  TOTAL $14.1500 $1,584.80 $3,433.73 $41,204.80 
 

210 STEP 2 BASE $15.4969 $1,735.65 $3,760.58 $45,127.00 
 1 YEAR HOLIDAY  $0.6532 $73.15 $158.50 $1,902.00 
  TOTAL $16.1500 $1,808.80 $3,919.07 $47,028.80 
 

210 STEP 3 BASE $16.3987 $1,836.65 $3,979.42 $47,753.00 
 2 YEARS HOLIDAY  $0.6913 $77.42 $167.75 $2,013.00 
  TOTAL $17.0900 $1,914.08 $4,147.17 $49,766.08 
 

210 STEP 4 BASE $17.5024 $1,960.27 $4,247.25 $50,967.00 
 3 YEARS HOLIDAY  $0.7376 $82.62 $179.00 $2,148.00 
  TOTAL $18.2400 $2,042.88 $4,426.24 $53,114.88 
 

210 STEP 5 BASE $18.7596 $2,101.08 $4,552.33 $54,628.00 
 4 YEARS HOLIDAY  $0.7905 $88.54 $191.83 $2,302.00 
  TOTAL $19.5500 $2,189.60 $4,744.13 $56,929.60 
 

210 STEP 6 BASE $20.0069 $2,240.77 $4,855.00 $58,260.00 
 5 YEARS HOLIDAY  $0.8431 $94.42 $204.58 $2,455.00 
  TOTAL $20.8500 $2,335.20 $5,059.60 $60,715.20 

 

 
FIREFIGHTER (40 HOUR)  

 
GRADE 

 
STEP 

  
HOURLY  

 
BIWEEKLY  

 
MONTHLY  

 
ANNUALLY  

211 STEP 1 BASE $19.4313 $1,554.50 $3,368.08 $40,417.00 
 ENTRY HOLIDAY  $0.8188 $65.50 $141.92 $1,703.00 
  TOTAL $20.2500 $1,620.00 $3,510.00 $42,120.00 
 

211 STEP 2 BASE $22.1370 $1,770.96 $3,837.08 $46,045.00 
 1 YEAR HOLIDAY  $0.9332 $74.65 $161.75 $1,941.00 
  TOTAL $23.0700 $1,845.60 $3,998.80 $47,985.60 
 

211 STEP 3 BASE $23.4231 $1,873.85 $4,060.00 $48,720.00 
 2 YEARS HOLIDAY  $0.9870 $78.96 $171.08 $2,053.00 
  TOTAL $24.4100 $1,952.80 $4,231.07 $50,772.80 
 

211 STEP 4 BASE $25.0159 $2,001.27 $4,336.08 $52,033.00 
 3 YEARS HOLIDAY  $1.0543 $84.35 $182.75 $2,193.00 
  TOTAL $26.0700 $2,085.60 $4,518.80 $54,225.60 
 

211 STEP 5 BASE $26.8005 $2,144.04 $4,645.42 $55,745.00 
 4 YEARS HOLIDAY  $1.1293 $90.35 $195.75 $2,349.00 
  TOTAL $27.9300 $2,234.40 $4,841.20 $58,094.40 
 

211 STEP 6 BASE $28.5851 $2,286.81 $4,954.75 $59,457.00 
 5 YEARS HOLIDAY  $1.2048 $96.38 $208.83 $2,506.00 
  TOTAL $29.7900 $2,383.20 $5,163.60 $61,963.20 
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FIRE APPARATUS ENGINEER (56 HOUR) 

 
GRADE 

 
STEP 

  
HOURLY  

 
BIWEEKLY  

 
MONTHLY  

 
ANNUALLY  

220 STEP 1 BASE $21.0429 $2,356.81 $5,106.42 $61,277.00 
 ENTRY HOLIDAY  $0.8870 $99.35 $215.25 $2,583.00 
  TOTAL $21.9300 $2,456.16 $5,321.68 $63,860.16 
 

220 STEP 2 BASE $21.7819 $2,439.58 $5,285.75 $63,429.00 
 1 YEAR HOLIDAY  $0.9179 $102.81 $222.75 $2,673.00 
  TOTAL $22.7000 $2,542.40 $5,508.53 $66,102.40 

 

 
FIRE APPARATUS ENGINEER (40 HOUR) 

 
GRADE 

 
STEP 

  
HOURLY  

 
BIWEEKLY  

 
MONTHLY  

 
ANNUALLY  

221 STEP 1 BASE $30.6774 $2,454.19 $5,317.42 $63,809.00 
 ENTRY HOLIDAY  $1.2928 $103.42 $224.08 $2,689.00 
  TOTAL $31.9700 $2,557.60 $5,541.47 $66,497.60 
 

221 STEP 2 BASE $31.1375 $2,491.00 $5,397.17 $64,766.00 
 1 YEAR HOLIDAY  $1.3125 $105.00 $227.50 $2,730.00 
  TOTAL $32.4500 $2,596.00 $5,624.67 $67,496.00 

 

 
FIRE CAPTAIN (56 HOUR)  

 
GRADE 

 
STEP 

  
HOURLY  

 
BIWEEKLY  

 
MONTHLY  

 
ANNUALLY  

230 STEP 1 BASE $22.9430 $2,569.62 $5,567.50 $66,810.00 
 ENTRY HOLIDAY  $0.9670 $108.31 $234.67 $2,816.00 
  TOTAL $23.9100 $2,677.92 $5,802.16 $69,625.92 
 

230 STEP 2 BASE $24.8719 $2,785.65 $6,035.58 $72,427.00 
 1 YEAR HOLIDAY  $1.0481 $117.38 $254.33 $3,052.00 
  TOTAL $25.9200 $2,903.04 $6,289.92 $75,479.04 

 

 
FIRE CAPTAIN (40 HOUR)  

 
GRADE 

 
STEP 

  
HOURLY  

 
BIWEEKLY  

 
MONTHLY  

 
ANNUALLY  

231 STEP 1 BASE $32.7976 $2,623.81 $5,684.92 $68,219.00 
 ENTRY HOLIDAY  $1.3822 $110.58 $239.58 $2,875.00 
  TOTAL $34.1800 $2,734.40 $5,924.53 $71,094.40 
 

231 STEP 2 BASE $35.5615 $2,844.92 $6,164.00 $73,968.00 
 1 YEAR HOLIDAY  $1.4986 $119.88 $259.75 $3,117.00 
  TOTAL $37.0600 $2,964.80 $6,423.73 $77,084.80 
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2022 FIRE NON-UNION ELIGIBLE SALARY RANGES 

 
BATTALION CHIEF (56 HOUR) 
 

 
GRADE 

 
MIN/MAX  

  
HOURLY  

 
BIWEEKLY  

 
MONTHLY  

 
ANNUALLY  

240 MINIMUM  BASE $24.6878 $2,765.04 $5,990.92 $71,891.00 
  HOLIDAY  $1.0405 $116.54 $252.50 $3,030.00 

  TOTAL $25.7284 $2,881.58 $6,243.42 $74,921.00 

 MIDPOINT  $32.1607 $3,602.00 $7,804.33 $93,652.00 

  
MAXIMUM  

 
BASE 

 
$37.0319 

 
$4,147.58 

 
$8,986.42 

 
$107,837.00 

  HOLIDAY  $1.5608 $174.81 $378.75 $4,545.00 
  TOTAL $38.5927 $4,322.38 $9,365.17 $112,382.00 

 

 
BATTALION CHIEF (40 HOUR)  

 
GRADE 

 
MIN/MAX  

  
HOURLY  

 
BIWEEKLY  

 
MONTHLY  

 
ANNUALLY  

241 MINIMUM  BASE $34.5630 $2,765.04 $5,990.92 $71,891.00 
  HOLIDAY  $1.4567 $116.54 $252.50 $3,030.00 

  TOTAL $36.0197 $2,881.58 $6,243.42 $74,921.00 

 MIDPOINT  $45.0250 $3,602.00 $7,804.33 $93,652.00 

  
MAXIMUM  

 
BASE 

 
$51.8447 

 
$4,147.58 

 
$8,986.42 

 
$107,837.00 

  HOLIDAY  $2.1851 $174.81 $378.75 $4,545.00 
  TOTAL $54.0298 $4,322.38 $9,365.17 $112,382.00 

 

 
ASSISTANT FIRE CHIEF  

 
GRADE 

 
MIN/MAX  

  
HOURLY  

 
BIWEEKLY  

 
MONTHLY  

 
ANNUALLY  

250 MINIMUM  BASE $38.4091 $3,072.73 $6,657.58 $79,891.00 
  HOLIDAY  $1.6188 $129.50 $280.58 $3,367.00 

  TOTAL $40.0279 $3,202.23 $6,938.17 $83,258.00 

 MIDPOINT  $50.0351 $4,002.81 $8,672.75 $104,073.00 

  
MAXIMUM  

 
BASE 

 
$57.6135 

 
$4,609.08 

 
$9,986.33 

 
$119,836.00 

  HOLIDAY  $2.4284 $194.27 $420.92 $5,051.00 
  TOTAL $60.0418 $4,803.35 $10,407.25 $124,887.00 
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 2022 NON-UNIFORMED UNION ELIGIBLE SALARY RANGES  

 

 

GRADE STEP MINIMUM  HOURLY  BI-WEEKLY  MONTHLY  ANNUALLY  

              

301 STEP 1 MINIMUM  11.51 $920.80  $1,995.07  $23,940.80  

  ENTRY       

         

              

301 STEP 2 MINIMUM  11.71 $936.80  $2,029.73  $24,356.80  

  1 YEAR       

         

              

301 STEP 3 MINIMUM  11.92 $953.60  $2,066.13  $24,793.60  

  2 YEARS       

         

              

301 STEP 4 MINIMUM  12.14 $971.20  $2,104.27  $25,251.20  

  3 YEARS       

         

              

301 STEP 5 MINIMUM  12.35 $988.00  $2,140.67  $25,688.00  

  4 YEARS       

         

              

301 STEP 6 MINIMUM  12.58 $1,006.40  $2,180.53  $26,166.40  

  5 YEARS       

         

              

301 STEP 7 MINIMUM  12.80 $1,024.00  $2,218.67  $26,624.00  

  6 YEARS       

         

              

301 STEP 8 MINIMUM  13.04 $1,043.20  $2,260.27  $27,123.20  

  7 YEARS       

         

              

301 STEP 9 MINIMUM  13.27 $1,061.60  $2,300.13  $27,601.60  

  8 YEARS       

         

              

301 STEP 10 MINIMUM  13.50 $1,080.00  $2,340.00  $28,080.00  

  9 YEARS       

         

              

301 STEP 11 MINIMUM  13.75 $1,100.00  $2,383.33  $28,600.00  

  

10 

YEARS       
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 2022 NON-UNIFORMED UNION ELIGIBLE SALARY RANGES  

 

 

GRADE STEP MINIMUM  HOURLY  BI-WEEKLY  MONTHLY  ANNUALLY  

              

301 STEP 12 MINIMUM  14.00 $1,120.00  $2,426.67  $29,120.00  

  

11 

YEARS       

         

              

301 STEP 13 MINIMUM  14.25 $1,140.00  $2,470.00  $29,640.00  

  

12 

YEARS       

         

              

301 STEP 14 MINIMUM  14.51 $1,160.80  $2,515.07  $30,180.80  

  

13 

YEARS       

         

              

301 STEP 15 MINIMUM  14.77 $1,181.60  $2,560.13  $30,721.60  

  

14 

YEARS       

         

              

301 STEP 16 MINIMUM  15.04 $1,203.20  $2,606.93  $31,283.20  

  

15 

YEARS       

         

              

301 STEP 17 MINIMUM  15.31 $1,224.80  $2,653.73  $31,844.80  

  

16 

YEARS       

         

              

301 STEP 18 MINIMUM  15.59 $1,247.20  $2,702.27  $32,427.20  

  

17 

YEARS       

         

              

301 STEP 19 MINIMUM  15.87 $1,269.60  $2,750.80  $33,009.60  

  

18 

YEARS       

         

              

301 STEP 20 MINIMUM  16.16 $1,292.80  $2,801.07  $33,612.80  

  

19 

YEARS       
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 2022 NON-UNIFORMED UNION ELIGIBLE SALARY RANGES  

 

 

 

GRADE STEP MINIMUM  HOURLY  BI-WEEKLY  MONTHLY  ANNUALLY  

              

302 STEP 1 MINIMUM  12.18 $974.40  $2,111.20  $25,334.40  

  ENTRY       

         

              

302 STEP 2 MINIMUM  12.40 $992.00  $2,149.33  $25,792.00  

  1 YEAR       

         

              

302 STEP 3 MINIMUM  12.62 $1,009.60  $2,187.47  $26,249.60  

  

2 

YEARS       

         

              

302 STEP 4 MINIMUM  12.84 $1,027.20  $2,225.60  $26,707.20  

  

3 

YEARS       

         

              

302 STEP 5 MINIMUM  13.08 $1,046.40  $2,267.20  $27,206.40  

  

4 

YEARS       

         

              

302 STEP 6 MINIMUM  13.32 $1,065.60  $2,308.80  $27,705.60  

  

5 

YEARS       

         

              

302 STEP 7 MINIMUM  13.55 $1,084.00  $2,348.67  $28,184.00  

  

6 

YEARS       

         

              

302 STEP 8 MINIMUM  13.79 $1,103.20  $2,390.27  $28,683.20  

  

7 

YEARS       

         

              

302 STEP 9 MINIMUM  14.04 $1,123.20  $2,433.60  $29,203.20  

  

8 

YEARS       

         

              

302 STEP 10 MINIMUM  14.29 $1,143.20  $2,476.93  $29,723.20  

  

9 

YEARS       

         

              

302 STEP 11 MINIMUM  14.55 $1,164.00  $2,522.00  $30,264.00  

  

10 

YEARS       
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GRADE STEP MINIMUM  HOURLY BI-WEEKLY MONTHLY ANNUALLY  

              

302 STEP 12 MINIMUM  14.81 $1,184.80  $2,567.07  $30,804.80  

  

11 

YEARS       

         

              

302 STEP 13 MINIMUM  15.08 $1,206.40  $2,613.87  $31,366.40  

  

12 

YEARS       

         

              

302 STEP 14 MINIMUM  15.35 $1,228.00  $2,660.67  $31,928.00  

  

13 

YEARS       

         

              

302 STEP 15 MINIMUM  15.63 $1,250.40  $2,709.20  $32,510.40  

  

14 

YEARS       

         

              

302 STEP 16 MINIMUM  15.91 $1,272.80  $2,757.73  $33,092.80  

  

15 

YEARS       

         

              

302 STEP 17 MINIMUM  16.20 $1,296.00  $2,808.00  $33,696.00  

  

16 

YEARS       

         

              

302 STEP 18 MINIMUM  16.49 $1,319.20  $2,858.27  $34,299.20  

  

17 

YEARS       

         

              

302 STEP 19 MINIMUM  16.79 $1,343.20  $2,910.27  $34,923.20  

  

18 

YEARS       

         

              

302 STEP 20 MINIMUM  17.09 $1,367.20  $2,962.27  $35,547.20  

  

19 

YEARS       
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GRADE STEP MINIMUM  HOURLY  BI-WEEKLY  MONTHLY  ANNUALLY  

              

303 STEP 1 MINIMUM  12.88 $1,030.40  $2,232.53  $26,790.40  

  ENTRY       

         

              

303 STEP 2 MINIMUM  13.11 $1,048.80  $2,272.40  $27,268.80  

  1 YEAR       

         

              

303 STEP 3 MINIMUM  13.35 $1,068.00  $2,314.00  $27,768.00  

  

2 

YEARS       

         

              

303 STEP 4 MINIMUM  13.59 $1,087.20  $2,355.60  $28,267.20  

  

3 

YEARS       

         

              

303 STEP 5 MINIMUM  13.83 $1,106.40  $2,397.20  $28,766.40  

  

4 

YEARS       

         

              

303 STEP 6 MINIMUM  14.08 $1,126.40  $2,440.53  $29,286.40  

  

5 

YEARS       

         

              

303 STEP 7 MINIMUM  14.33 $1,146.40  $2,483.87  $29,806.40  

  

6 

YEARS       

         

              

303 STEP 8 MINIMUM  14.59 $1,167.20  $2,528.93  $30,347.20  

  

7 

YEARS       

         

              

303 STEP 9 MINIMUM  14.85 $1,188.00  $2,574.00  $30,888.00  

  

8 

YEARS       

         

              

303 STEP 10 MINIMUM  15.12 $1,209.60  $2,620.80  $31,449.60  

  

9 

YEARS       

         

              

303 STEP 11 MINIMUM  15.39 $1,231.20  $2,667.60  $32,011.20  

  

10 

YEARS       

         

              

303 STEP 12 MINIMUM  15.67 $1,253.60  $2,716.13  $32,593.60  

  

11 

YEARS       
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GRADE STEP MINIMUM  HOURLY  BI-WEEKLY  MONTHLY  ANNUALLY  

              

303 STEP 13 MINIMUM  15.95 $1,276.00  $2,764.67  $33,176.00  

  

12 

YEARS       

         

              

303 STEP 14 MINIMUM  16.24 $1,299.20  $2,814.93  $33,779.20  

  

13 

YEARS       

         

              

303 STEP 15 MINIMUM  16.53 $1,322.40  $2,865.20  $34,382.40  

  

14 

YEARS       

         

              

303 STEP 16 MINIMUM  16.83 $1,346.40  $2,917.20  $35,006.40  

  

15 

YEARS       

         

              

303 STEP 17 MINIMUM  17.13 $1,370.40  $2,969.20  $35,630.40  

  

16 

YEARS       

         

              

303 STEP 18 MINIMUM  17.44 $1,395.20  $3,022.93  $36,275.20  

  

17 

YEARS       

         

              

303 STEP 19 MINIMUM  17.76 $1,420.80  $3,078.40  $36,940.80  

  

18 

YEARS       

         

              

303 STEP 20 MINIMUM  18.08 $1,446.40  $3,133.87  $37,606.40  

  

19 

YEARS       
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GRADE STEP MINIMUM  HOURLY  BI-WEEKLY  MONTHLY  ANNUALLY  

         

304 STEP 1 MINIMUM  13.55 $1,084.00  $2,348.67  $28,184.00  

  ENTRY       

         

              

304 STEP 2 MINIMUM  13.79 $1,103.20  $2,390.27  $28,683.20  

  1 YEAR       

         

              

304 STEP 3 MINIMUM  14.04 $1,123.20  $2,433.60  $29,203.20  

  

2 

YEARS       

         

              

304 STEP 4 MINIMUM  14.29 $1,143.20  $2,476.93  $29,723.20  

  

3 

YEARS       

         

              

304 STEP 5 MINIMUM  14.55 $1,164.00  $2,522.00  $30,264.00  

  

4 

YEARS       

         

              

304 STEP 6 MINIMUM  14.81 $1,184.80  $2,567.07  $30,804.80  

  

5 

YEARS       

         

              

304 STEP 7 MINIMUM  15.08 $1,206.40  $2,613.87  $31,366.40  

  

6 

YEARS       

         

              

304 STEP 8 MINIMUM  15.35 $1,228.00  $2,660.67  $31,928.00  

  

7 

YEARS       

         

              

304 STEP 9 MINIMUM  15.63 $1,250.40  $2,709.20  $32,510.40  

  

8 

YEARS       

         

              

304 STEP 10 MINIMUM  15.91 $1,272.80  $2,757.73  $33,092.80  

  

9 

YEARS       

         

              

304 STEP 11 MINIMUM  16.20 $1,296.00  $2,808.00  $33,696.00  

  

10 

YEARS       
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GRADE STEP MINIMUM  HOURLY BI-WEEKLY MONTHLY ANNUALLY  

         

304 STEP 12 MINIMUM  16.49 $1,319.20  $2,858.27  $34,299.20  

  

11 

YEARS       

         

              

304 STEP 13 MINIMUM  16.79 $1,343.20  $2,910.27  $34,923.20  

  

12 

YEARS       

         

              

304 STEP 14 MINIMUM  17.09 $1,367.20  $2,962.27  $35,547.20  

  

13 

YEARS       

         

              

304 STEP 15 MINIMUM  17.40 $1,392.00  $3,016.00  $36,192.00  

  

14 

YEARS       

       

       

304 STEP 16 MINIMUM  17.71 $1,416.80  $3,069.73  $36,836.80  

  

15 

YEARS       

         

              

304 STEP 17 MINIMUM  18.03 $1,442.40  $3,125.20  $37,502.40  

  

16 

YEARS       

         

              

304 STEP 18 MINIMUM  18.36 $1,468.80  $3,182.40  $38,188.80  

  

17 

YEARS       

         

              

304 STEP 19 MINIMUM  18.69 $1,495.20  $3,239.60  $38,875.20  

  

18 

YEARS       

         

              

304 STEP 20 MINIMUM  19.03 $1,522.40  $3,298.53  $39,582.40  

  

19 

YEARS       
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GRADE STEP MINIMUM  HOURLY  BI-WEEKLY  MONTHLY  ANNUALLY  

              

305 STEP 1 MINIMUM  14.24 $1,139.20  $2,468.27  $29,619.20  

  ENTRY       

         

              

305 STEP 2 MINIMUM  14.50 $1,160.00  $2,513.33  $30,160.00  

  1 YEAR       

         

              

305 STEP 3 MINIMUM  14.76 $1,180.80  $2,558.40  $30,700.80  

  

2 

YEARS       

         

              

305 STEP 4 MINIMUM  15.03 $1,202.40  $2,605.20  $31,262.40  

  

3 

YEARS       

         

              

305 STEP 5 MINIMUM  15.30 $1,224.00  $2,652.00  $31,824.00  

  

4 

YEARS       

         

              

305 STEP 6 MINIMUM  15.58 $1,246.40  $2,700.53  $32,406.40  

  

5 

YEARS       

         

              

305 STEP 7 MINIMUM  15.86 $1,268.80  $2,749.07  $32,988.80  

  

6 

YEARS       

         

              

305 STEP 8 MINIMUM  16.14 $1,291.20  $2,797.60  $33,571.20  

  

7 

YEARS       

         

              

305 STEP 9 MINIMUM  16.43 $1,314.40  $2,847.87  $34,174.40  

  

8 

YEARS       

         

              

305 STEP 10 MINIMUM  16.72 $1,337.60  $2,898.13  $34,777.60  

  

9 

YEARS       
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GRADE STEP MINIMUM  HOURLY  BI-WEEKLY  MONTHLY  ANNUALLY  

              

305 STEP 11 MINIMUM  17.02 $1,361.60  $2,950.13  $35,401.60  

  

10 

YEARS       

         

              

305 STEP 12 MINIMUM  17.33 $1,386.40  $3,003.87  $36,046.40  

  

11 

YEARS       

              

305 STEP 13 MINIMUM  17.64 $1,411.20  $3,057.60  $36,691.20  

  

12 

YEARS       

         

              

305 STEP 14 MINIMUM  17.96 $1,436.80  $3,113.07  $37,356.80  

  

13 

YEARS       

         

              

305 STEP 15 MINIMUM  18.29 $1,463.20  $3,170.27  $38,043.20  

  

14 

YEARS       

         

              

305 STEP 16 MINIMUM  18.62 $1,489.60  $3,227.47  $38,729.60  

  

15 

YEARS       

         

              

305 STEP 17 MINIMUM  18.95 $1,516.00  $3,284.67  $39,416.00  

  

16 

YEARS       

         

              

305 STEP 18 MINIMUM  19.29 $1,543.20  $3,343.60  $40,123.20  

  

17 

YEARS       

         

              

305 STEP 19 MINIMUM  19.64 $1,571.20  $3,404.27  $40,851.20  

  

18 

YEARS       

         

              

305 STEP 20 MINIMUM  19.99 $1,599.20  $3,464.93  $41,579.20  

  

19 

YEARS       
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GRADE STEP MINIMUM  HOURLY  BI-WEEKLY  MONTHLY  ANNUALLY  

              

306 STEP 1 MINIMUM  14.88 $1,190.40  $2,579.20  $30,950.40  

  ENTRY      
        
              

306 STEP 2 MINIMUM  15.15 $1,212.00  $2,626.00  $31,512.00  

  1 YEAR      
        
              

306 STEP 3 MINIMUM  15.43 $1,234.40  $2,674.53  $32,094.40  

  2 YEARS      
        
              

306 STEP 4 MINIMUM  15.71 $1,256.80  $2,723.07  $32,676.80  

  3 YEARS      
        
              

306 STEP 5 MINIMUM  15.99 $1,279.20  $2,771.60  $33,259.20  

  4 YEARS      
        
              

306 STEP 6 MINIMUM  16.28 $1,302.40  $2,821.87  $33,862.40  

  5 YEARS      
        
              

306 STEP 7 MINIMUM  16.57 $1,325.60  $2,872.13  $34,465.60  

  6 YEARS      
        
              

306 STEP 8 MINIMUM  16.87 $1,349.60  $2,924.13  $35,089.60  

  7 YEARS      
        
              

306 STEP 9 MINIMUM  17.18 $1,374.40  $2,977.87  $35,734.40  

  8 YEARS      
        
              

306 STEP 10 MINIMUM  17.49 $1,399.20  $3,031.60  $36,379.20  

  9 YEARS      
        
              

306 STEP 11 MINIMUM  17.80 $1,424.00  $3,085.33  $37,024.00  

  

10 

YEARS      
        
              

306 STEP 12 MINIMUM  18.12 $1,449.60  $3,140.80  $37,689.60  

  

11 

YEARS      
        
              

306 STEP 13 MINIMUM  18.45 $1,476.00  $3,198.00  $38,376.00  

  

12 

YEARS      
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GRADE STEP MINIMUM  HOURLY  BI-WEEKLY  MONTHLY  ANNUALLY  

              

306 STEP 14 MINIMUM  18.78 $1,502.40  $3,255.20  $39,062.40  

  

13 

YEARS      
        
              

306 STEP 15 MINIMUM  19.12 $1,529.60  $3,314.13  $39,769.60  

  

14 

YEARS      
        
              

306 STEP 16 MINIMUM  19.46 $1,556.80  $3,373.07  $40,476.80  

  

15 

YEARS      
        
              

306 STEP 17 MINIMUM  19.81 $1,584.80  $3,433.73  $41,204.80  

  

16 

YEARS      
        
              

306 STEP 18 MINIMUM  20.17 $1,613.60  $3,496.13  $41,953.60  

  

17 

YEARS      
        
              

306 STEP 19 MINIMUM  20.53 $1,642.40  $3,558.53  $42,702.40  

  

18 

YEARS      
        
              

306 STEP 20 MINIMUM  20.90 $1,672.00  $3,622.67  $43,472.00  

  

19 

YEARS      
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GRADE STEP MINIMUM  HOURLY  BI-WEEKLY  MONTHLY  ANNUALLY  

              

307 STEP 1 MINIMUM  15.57 $1,245.60  $2,698.80  $32,385.60  

  ENTRY      
        
              

307 STEP 2 MINIMUM  15.85 $1,268.00  $2,747.33  $32,968.00  

  1 YEAR      
        
              

307 STEP 3 MINIMUM  16.14 $1,291.20  $2,797.60  $33,571.20  

  

2 

YEARS      
        
              

307 STEP 4 MINIMUM  16.43 $1,314.40  $2,847.87  $34,174.40  

  

3 

YEARS      
        
              

307 STEP 5 MINIMUM  16.72 $1,337.60  $2,898.13  $34,777.60  

  

4 

YEARS      
        
              

307 STEP 6 MINIMUM  17.02 $1,361.60  $2,950.13  $35,401.60  

  

5 

YEARS      
        
              

307 STEP 7 MINIMUM  17.33 $1,386.40  $3,003.87  $36,046.40  

  

6 

YEARS      
        
              

307 STEP 8 MINIMUM  17.64 $1,411.20  $3,057.60  $36,691.20  

  

7 

YEARS      
        
              

307 STEP 9 MINIMUM  17.96 $1,436.80  $3,113.07  $37,356.80  

  

8 

YEARS      
        
              

307 STEP 10 MINIMUM  18.29 $1,463.20  $3,170.27  $38,043.20  

  

9 

YEARS      
        
              

307 STEP 11 MINIMUM  18.62 $1,489.60  $3,227.47  $38,729.60  

  

10 

YEARS      
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GRADE STEP MINIMUM  HOURLY  BI-WEEKLY  MONTHLY  ANNUALLY  

              

307 STEP 12 MINIMUM  18.95 $1,516.00  $3,284.67  $39,416.00  

  

11 

YEARS      
        
              

307 STEP 13 MINIMUM  19.29 $1,543.20  $3,343.60  $40,123.20  

  

12 

YEARS      
        
              

307 STEP 14 MINIMUM  19.64 $1,571.20  $3,404.27  $40,851.20  

  

13 

YEARS      
        
              

307 STEP 15 MINIMUM  19.99 $1,599.20  $3,464.93  $41,579.20  

  

14 

YEARS      
        
              

307 STEP 16 MINIMUM  20.35 $1,628.00  $3,527.33  $42,328.00  

  

15 

YEARS      
        
              

307 STEP 17 MINIMUM  20.72 $1,657.60  $3,591.47  $43,097.60  

  

16 

YEARS      
        
              

307 STEP 18 MINIMUM  21.09 $1,687.20  $3,655.60  $43,867.20  

  

17 

YEARS      
        
              

307 STEP 19 MINIMUM  21.47 $1,717.60  $3,721.47  $44,657.60  

  

18 

YEARS      
        
              

307 STEP 20 MINIMUM  21.86 $1,748.80  $3,789.07  $45,468.80  

  

19 

YEARS      
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GRADE STEP MINIMUM  HOURLY  BI-WEEKLY  MONTHLY  ANNUALLY  

              

308 STEP 1 MINIMUM  16.28 $1,302.40  $2,821.87  $33,862.40  

  ENTRY  .    
        
              

308 STEP 2 MINIMUM  16.57 $1,325.60  $2,872.13  $34,465.60  

  1 YEAR      
        
              

308 STEP 3 MINIMUM  16.87 $1,349.60  $2,924.13  $35,089.60  

  

2 

YEARS      
        
              

308 STEP 4 MINIMUM  17.17 $1,373.60  $2,976.13  $35,713.60  

  

3 

YEARS      
        
              

308 STEP 5 MINIMUM  17.48 $1,398.40  $3,029.87  $36,358.40  

  

4 

YEARS      
        
              

308 STEP 6 MINIMUM  17.80 $1,424.00  $3,085.33  $37,024.00  

  

5 

YEARS      
        
              

308 STEP 7 MINIMUM  18.12 $1,449.60  $3,140.80  $37,689.60  

  

6 

YEARS      
        
              

308 STEP 8 MINIMUM  18.45 $1,476.00  $3,198.00  $38,376.00  

  

7 

YEARS      
        
              

308 STEP 9 MINIMUM  18.78 $1,502.40  $3,255.20  $39,062.40  

  

8 

YEARS      
        
              

308 STEP 10 MINIMUM  19.12 $1,529.60  $3,314.13  $39,769.60  

  

9 

YEARS      
        
              

308 STEP 11 MINIMUM  19.46 $1,556.80  $3,373.07  $40,476.80  

  

10 

YEARS      
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GRADE STEP MINIMUM  HOURLY  BI-WEEKLY  MONTHLY  ANNUALLY  

              

308 STEP 12 MINIMUM  19.81 $1,584.80  $3,433.73  $41,204.80  

  

11 

YEARS      
        
              

308 STEP 13 MINIMUM  20.17 $1,613.60  $3,496.13  $41,953.60  

  

12 

YEARS      
        
              

308 STEP 14 MINIMUM  20.53 $1,642.40  $3,558.53  $42,702.40  

  

13 

YEARS      
        
              

308 STEP 15 MINIMUM  20.90 $1,672.00  $3,622.67  $43,472.00  

  

14 

YEARS      
        
              

308 STEP 16 MINIMUM  21.28 $1,702.40  $3,688.53  $44,262.40  

  

15 

YEARS      
        
              

308 STEP 17 MINIMUM  21.66 $1,732.80  $3,754.40  $45,052.80  

  

16 

YEARS      
        
              

308 STEP 18 MINIMUM  22.05 $1,764.00  $3,822.00  $45,864.00  

  

17 

YEARS      
        
              

308 STEP 19 MINIMUM  22.45 $1,796.00  $3,891.33  $46,696.00  

  

18 

YEARS      
        
              

308 STEP 20 MINIMUM  22.85 $1,828.00  $3,960.67  $47,528.00  

  

19 

YEARS      
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GRADE STEP MINIMUM  HOURLY  BI-WEEKLY  MONTHLY  ANNUALLY  

              

309 STEP 1 MINIMUM  17.41 $1,392.80  $3,017.73  $36,212.80  

  ENTRY      
        
              

309 STEP 2 MINIMUM  17.72 $1,417.60  $3,071.47  $36,857.60  

  1 YEAR      
        
              

309 STEP 3 MINIMUM  18.04 $1,443.20  $3,126.93  $37,523.20  

  

2 

YEARS      
        
              

309 STEP 4 MINIMUM  18.37 $1,469.60  $3,184.13  $38,209.60  

  

3 

YEARS      
        
              

309 STEP 5 MINIMUM  18.70 $1,496.00  $3,241.33  $38,896.00  

  

4 

YEARS      
        
              

309 STEP 6 MINIMUM  19.04 $1,523.20  $3,300.27  $39,603.20  

  

5 

YEARS      
        
              

309 STEP 7 MINIMUM  19.38 $1,550.40  $3,359.20  $40,310.40  

  

6 

YEARS      
        
              

309 STEP 8 MINIMUM  19.73 $1,578.40  $3,419.87  $41,038.40  

  

7 

YEARS      
        
              

309 STEP 9 MINIMUM  20.09 $1,607.20  $3,482.27  $41,787.20  

  

8 

YEARS      
        
              

309 STEP 10 MINIMUM  20.45 $1,636.00  $3,544.67  $42,536.00  

  

9 

YEARS      
        
              

309 STEP 11 MINIMUM  20.81 $1,664.80  $3,607.07  $43,284.80  

  

10 

YEARS      
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GRADE STEP MINIMUM  HOURLY BI-WEEKLY MONTHLY ANNUALLY  

              

309 STEP 12 MINIMUM  21.18 $1,694.40  $3,671.20  $44,054.40  

  

11 

YEARS      
        
              

309 STEP 13 MINIMUM  21.56 $1,724.80  $3,737.07  $44,844.80  

  

12 

YEARS      
        
              

309 STEP 14 MINIMUM  21.95 $1,756.00  $3,804.67  $45,656.00  

  

13 

YEARS      
        
              

309 STEP 15 MINIMUM  22.35 $1,788.00  $3,874.00  $46,488.00  

  

14 

YEARS      
        
              

309 STEP 16 MINIMUM  22.75 $1,820.00  $3,943.33  $47,320.00  

  

15 

YEARS      
        
              

309 STEP 17 MINIMUM  23.16 $1,852.80  $4,014.40  $48,172.80  

  

16 

YEARS      
        
              

309 STEP 18 MINIMUM  23.58 $1,886.40  $4,087.20  $49,046.40  

  

17 

YEARS      
        
              

309 STEP 19 MINIMUM  24.00 $1,920.00  $4,160.00  $49,920.00  

  

18 

YEARS      
        
              

309 STEP 20 MINIMUM  24.43 $1,954.40  $4,234.53  $50,814.40  

  

19 

YEARS      
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GRADE STEP MINIMUM  HOURLY  BI-WEEKLY  MONTHLY  ANNUALLY  

              

311 STEP 1 MINIMUM  12.53 $1,002.40  $2,171.87  $26,062.40  

  ENTRY      
        
              

311 STEP 2 MINIMUM  12.75 $1,020.00  $2,210.00  $26,520.00  

  1 YEAR      
        
              

311 STEP 3 MINIMUM  12.98 $1,038.40  $2,249.87  $26,998.40  

  

2 

YEARS      
        
              

311 STEP 4 MINIMUM  13.22 $1,057.60  $2,291.47  $27,497.60  

  

3 

YEARS      
        
              

311 STEP 5 MINIMUM  13.45 $1,076.00  $2,331.33  $27,976.00  

  

4 

YEARS      
        
              

311 STEP 6 MINIMUM  13.70 $1,096.00  $2,374.67  $28,496.00  

  

5 

YEARS      
        
              

311 STEP 7 MINIMUM  13.95 $1,116.00  $2,418.00  $29,016.00  

  

6 

YEARS      
        
              

311 STEP 8 MINIMUM  14.20 $1,136.00  $2,461.33  $29,536.00  

  

7 

YEARS      
        
              

311 STEP 9 MINIMUM  14.46 $1,156.80  $2,506.40  $30,076.80  

  

8 

YEARS      
        
              

311 STEP 10 MINIMUM  14.72 $1,177.60  $2,551.47  $30,617.60  

  

9 

YEARS      
        
              

311 STEP 11 MINIMUM  14.98 $1,198.40  $2,596.53  $31,158.40  

  

10 

YEARS      
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GRADE STEP MINIMUM  HOURLY BI-WEEKLY MONTHLY ANNUALLY  

              

311 STEP 12 MINIMUM  15.25 $1,220.00  $2,643.33  $31,720.00  

  

11 

YEARS      
        
              

311 STEP 13 MINIMUM  15.52 $1,241.60  $2,690.13  $32,281.60  

  

12 

YEARS      
        
              

311 STEP 14 MINIMUM  15.80 $1,264.00  $2,738.67  $32,864.00  

  

13 

YEARS      
        
              

311 STEP 15 MINIMUM  16.08 $1,286.40  $2,787.20  $33,446.40  

  

14 

YEARS      
        
              

311 STEP 16 MINIMUM  16.37 $1,309.60  $2,837.47  $34,049.60  

  

15 

YEARS      
        
              

311 STEP 17 MINIMUM  16.66 $1,332.80  $2,887.73  $34,652.80  

  

16 

YEARS      
        
              

311 STEP 18 MINIMUM  16.96 $1,356.80  $2,939.73  $35,276.80  

  

17 

YEARS      
        
              

311 STEP 19 MINIMUM  17.27 $1,381.60  $2,993.47  $35,921.60  

  

18 

YEARS      
        
              

311 STEP 20 MINIMUM  17.58 $1,406.40  $3,047.20  $36,566.40  

  

19 

YEARS      
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GRADE STEP MINIMUM  HOURLY  BI-WEEKLY  MONTHLY  ANNUALLY  

              

312 STEP 1 MINIMUM  13.20 $1,056.00  $2,288.00  $27,456.00  

  ENTRY      
        
              

312 STEP 2 MINIMUM  13.44 $1,075.20  $2,329.60  $27,955.20  

  1 YEAR      
        
              

312 STEP 3 MINIMUM  13.68 $1,094.40  $2,371.20  $28,454.40  

  

2 

YEARS      
        
              

312 STEP 4 MINIMUM  13.93 $1,114.40  $2,414.53  $28,974.40  

  

3 

YEARS      
        
              

312 STEP 5 MINIMUM  14.18 $1,134.40  $2,457.87  $29,494.40  

  

4 

YEARS      
        
              

312 STEP 6 MINIMUM  14.44 $1,155.20  $2,502.93  $30,035.20  

  

5 

YEARS      
        
              

312 STEP 7 MINIMUM  14.69 $1,175.20  $2,546.27  $30,555.20  

  

6 

YEARS      
        
              

312 STEP 8 MINIMUM  14.95 $1,196.00  $2,591.33  $31,096.00  

  

7 

YEARS      
        
              

312 STEP 9 MINIMUM  15.22 $1,217.60  $2,638.13  $31,657.60  

  

8 

YEARS      
        
              

312 STEP 10 MINIMUM  15.49 $1,239.20  $2,684.93  $32,219.20  

  

9 

YEARS      
        
              

312 STEP 11 MINIMUM  15.77 $1,261.60  $2,733.47  $32,801.60  

  

10 

YEARS      
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GRADE STEP MINIMUM  HOURLY BI-WEEKLY MONTHLY ANNUALLY  

              

312 STEP 12 MINIMUM  16.05 $1,284.00  $2,782.00  $33,384.00  

  

11 

YEARS      
        
              

312 STEP 13 MINIMUM  16.34 $1,307.20  $2,832.27  $33,987.20  

  

12 

YEARS      
        
              

312 STEP 14 MINIMUM  16.63 $1,330.40  $2,882.53  $34,590.40  

  

13 

YEARS      
        
              

312 STEP 15 MINIMUM  16.93 $1,354.40  $2,934.53  $35,214.40  

  

14 

YEARS      
        
              

312 STEP 16 MINIMUM  17.23 $1,378.40  $2,986.53  $35,838.40  

  

15 

YEARS      
        
              

312 STEP 17 MINIMUM  17.54 $1,403.20  $3,040.27  $36,483.20  

  

16 

YEARS      
        
              

312 STEP 18 MINIMUM  17.86 $1,428.80  $3,095.73  $37,148.80  

  

17 

YEARS      
        
              

312 STEP 19 MINIMUM  18.18 $1,454.40  $3,151.20  $37,814.40  

  

18 

YEARS      
        
              

312 STEP 20 MINIMUM  18.51 $1,480.80  $3,208.40  $38,500.80  

  

19 

YEARS      
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GRADE STEP MINIMUM  HOURLY  BI-WEEKLY  MONTHLY  ANNUALLY  

              

313 STEP 1 MINIMUM  13.90 $1,112.00  $2,409.33  $28,912.00  

  ENTRY      
        
              

313 STEP 2 MINIMUM  14.16 $1,132.80  $2,454.40  $29,452.80  

  1 YEAR      
        
              

313 STEP 3 MINIMUM  14.41 $1,152.80  $2,497.73  $29,972.80  

  

2 

YEARS      
        
              

313 STEP 4 MINIMUM  14.67 $1,173.60  $2,542.80  $30,513.60  

  

3 

YEARS      
        
              

313 STEP 5 MINIMUM  14.93 $1,194.40  $2,587.87  $31,054.40  

  

4 

YEARS      
        
              

313 STEP 6 MINIMUM  15.20 $1,216.00  $2,634.67  $31,616.00  

  

5 

YEARS      
        
              

313 STEP 7 MINIMUM  15.47 $1,237.60  $2,681.47  $32,177.60  

  

6 

YEARS      
        
              

313 STEP 8 MINIMUM  15.75 $1,260.00  $2,730.00  $32,760.00  

  

7 

YEARS      
        
              

313 STEP 9 MINIMUM  16.03 $1,282.40  $2,778.53  $33,342.40  

  

8 

YEARS      
        
              

313 STEP 10 MINIMUM  16.32 $1,305.60  $2,828.80  $33,945.60  

  

9 

YEARS      
        
              

313 STEP 11 MINIMUM  16.61 $1,328.80  $2,879.07  $34,548.80  

  

10 

YEARS      
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GRADE STEP MINIMUM  HOURLY  BI-WEEKLY  MONTHLY  ANNUALLY  

              

313 STEP 12 MINIMUM  16.91 $1,352.80  $2,931.07  $35,172.80  

  

11 

YEARS      
        
              

313 STEP 13 MINIMUM  17.21 $1,376.80  $2,983.07  $35,796.80  

  

12 

YEARS      
        
              

313 STEP 14 MINIMUM  17.52 $1,401.60  $3,036.80  $36,441.60  

  

13 

YEARS      
        
              

313 STEP 15 MINIMUM  17.84 $1,427.20  $3,092.27  $37,107.20  

  

14 

YEARS      
        
              

313 STEP 16 MINIMUM  18.16 $1,452.80  $3,147.73  $37,772.80  

  

15 

YEARS      
        
              

313 STEP 17 MINIMUM  18.49 $1,479.20  $3,204.93  $38,459.20  

  

16 

YEARS      
        
              

313 STEP 18 MINIMUM  18.82 $1,505.60  $3,262.13  $39,145.60  

  

17 

YEARS      
        
              

313 STEP 19 MINIMUM  19.16 $1,532.80  $3,321.07  $39,852.80  

  

18 

YEARS      
        
              

313 STEP 20 MINIMUM  19.50 $1,560.00  $3,380.00  $40,560.00  

  

19 

YEARS      
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GRADE STEP MINIMUM  HOURLY  BI-WEEKLY  MONTHLY  ANNUALLY  

              

314 STEP 1 MINIMUM  14.57 $1,165.60  $2,525.47  $30,305.60  

  ENTRY      
        
              

314 STEP 2 MINIMUM  14.83 $1,186.40  $2,570.53  $30,846.40  

  1 YEAR      
        
              

314 STEP 3 MINIMUM  15.10 $1,208.00  $2,617.33  $31,408.00  

  

2 

YEARS      
        
              

314 STEP 4 MINIMUM  15.37 $1,229.60  $2,664.13  $31,969.60  

  

3 

YEARS      
        
              

314 STEP 5 MINIMUM  15.65 $1,252.00  $2,712.67  $32,552.00  

  

4 

YEARS      
        
              

314 STEP 6 MINIMUM  15.93 $1,274.40  $2,761.20  $33,134.40  

  

5 

YEARS      
        
              

314 STEP 7 MINIMUM  16.22 $1,297.60  $2,811.47  $33,737.60  

  

6 

YEARS      
        
              

314 STEP 8 MINIMUM  16.51 $1,320.80  $2,861.73  $34,340.80  

  

7 

YEARS      
        
              

314 STEP 9 MINIMUM  16.81 $1,344.80  $2,913.73  $34,964.80  

  

8 

YEARS      
        
              

314 STEP 10 MINIMUM  17.11 $1,368.80  $2,965.73  $35,588.80  

  

9 

YEARS      
        
              

314 STEP 11 MINIMUM  17.42 $1,393.60  $3,019.47  $36,233.60  

  

10 

YEARS      
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GRADE STEP MINIMUM  HOURLY  BI-WEEKLY  MONTHLY  ANNUALLY  

              

314 STEP 12 MINIMUM  17.73 $1,418.40  $3,073.20  $36,878.40  

  

11 

YEARS      
        
              

314 STEP 13 MINIMUM  18.05 $1,444.00  $3,128.67  $37,544.00  

  

12 

YEARS      
        
              

314 STEP 14 MINIMUM  18.37 $1,469.60  $3,184.13  $38,209.60  

  

13 

YEARS      
        
              

314 STEP 15 MINIMUM  18.70 $1,496.00  $3,241.33  $38,896.00  

  

14 

YEARS      
        
              

314 STEP 16 MINIMUM  19.04 $1,523.20  $3,300.27  $39,603.20  

  

15 

YEARS      
        
              

314 STEP 17 MINIMUM  19.38 $1,550.40  $3,359.20  $40,310.40  

  

16 

YEARS      
        
              

314 STEP 18 MINIMUM  19.73 $1,578.40  $3,419.87  $41,038.40  

  

17 

YEARS      
        
              

314 STEP 19 MINIMUM  20.09 $1,607.20  $3,482.27  $41,787.20  

  

18 

YEARS      
        
              

314 STEP 20 MINIMUM  20.45 $1,636.00  $3,544.67  $42,536.00  

  

19 

YEARS      
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GRADE STEP MINIMUM  HOURLY  BI-WEEKLY  MONTHLY  ANNUALLY  

              

315 STEP 1 MINIMUM  15.26 $1,220.80  $2,645.07  $31,740.80  

  ENTRY      
        
              

315 STEP 2 MINIMUM  15.53 $1,242.40  $2,691.87  $32,302.40  

  1 YEAR      
        
              

315 STEP 3 MINIMUM  15.81 $1,264.80  $2,740.40  $32,884.80  

  

2 

YEARS      
        
              

315 STEP 4 MINIMUM  16.09 $1,287.20  $2,788.93  $33,467.20  

  

3 

YEARS      
        
              

315 STEP 5 MINIMUM  16.38 $1,310.40  $2,839.20  $34,070.40  

  

4 

YEARS      
        
              

315 STEP 6 MINIMUM  16.67 $1,333.60  $2,889.47  $34,673.60  

  

5 

YEARS      
        
              

315 STEP 7 MINIMUM  16.97 $1,357.60  $2,941.47  $35,297.60  

  

6 

YEARS      
        
              

315 STEP 8 MINIMUM  17.28 $1,382.40  $2,995.20  $35,942.40  

  

7 

YEARS      
        
              

315 STEP 9 MINIMUM  17.59 $1,407.20  $3,048.93  $36,587.20  

  

8 

YEARS      
        
              

315 STEP 10 MINIMUM  17.91 $1,432.80  $3,104.40  $37,252.80  

  

9 

YEARS      
        
              

315 STEP 11 MINIMUM  18.23 $1,458.40  $3,159.87  $37,918.40  

  

10 

YEARS      
        
              




